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In today's hyper-competitive market, organizations require the cooperation of all key 
functional fields, comprising roles of human capital which explicitly contribute to the overall 
success of an organization while ensuring human capital helps to achieve its business 
objective. HRM practices contribute to an organization’s sustainability by attracting, 
retaining, and developing employee job performance while preserving a decent quality of 
human resources base. It has been proven that HRM is effective in encouraging greater job 
performance and contributions to organizations. Nevertheless, literatures relating to HRM 
practices and job performance in 4- and 5-stars hotels in Sarawak are relatively limited. 
Organizational climate plays an important role in understanding employees’ perceptions 
towards the practices and procedures that being applied in the organizations. The main 
objective of this study is to investigate and provide empirical evidence on the 
interrelationships between HRM practices, organizational climate and job performance. This 
study attempts to examine whether HRM practices are critical success impacts for employee 
job performance in 4- and 5-stars hotels in Sarawak. The survey was conducted with a 
sample of 171 executive employees from 4- and 5-stars hotels in Kuching, Sibu and Miri of 
Sarawak. The analysis of the partial least square structural equation modelling (PLS-SEM) 
reveals that HRM practices are important in enhancing employee job performance of 4- and 
5- stars hotels in Sarawak. Training and development, employee participation and 
employment security practice were found to be significantly and positively related to job 
performance. In addition, organizational climate has been found to positive moderate 
compensation and employment security practice in their relationships with job performance 
respectively. The findings of this study contribute a broad range of readership to the scholar 
and practitioners by providing empirical evidence on the moderating effects of 
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organizational climate and the impacts of HRM practices on job performance in the context 
of hospitality industry.  
Keywords: Human resources management practices, job performance, organizational 



























Kesan Amalan Pengurusan Sumber Manusia (HRM) dan Iklim Organisasi terhadap 
Prestasi Kerja Kakitangan Hotel 
ABSTRAK 
Dalam pasaran yang sangat kompetitif, organisasi mengkehendaki semua bidang berfungsi 
di dalam syarikat seperti peranan modal insan secara eksplisit yang menunjukkan 
sumbangan mereka terhadap kejayaan keseluruhan organisasi dan memastikan bahawa 
modal insan syarikat akan membawa kepada pencapaian objektif organisasi. Praktik HRM 
menyumbang untuk meningkatkan kelestarian organisasi dengan menarik, mengekalkan, 
dan mengembangkan prestasi kerja pekerja untuk memelihara asas sumber manusia yang 
berkualiti. Ia telah membuktikan bahawa HRM berkesan dalam mendorong prestasi kerja 
yang lebih besar dan sumbangan yang lebih luas kepada organisasi. Terdapat penyelidikan 
yang terhad berkaitan dengan amalan HRM dan prestasi kerja di hotel 4 dan 5 bintang di 
Sarawak. Iklim organisasi memainkan peranan penting dalam memahami persepsi pekerja 
terhadap amalan dan prosedur yang diterapkan oleh organisasi. Objektif utama kajian ini 
adalah untuk mengenalpasti bukti empirikal mengenai hubungan antara amalan HRM, iklim 
perkhidmatan dan prestasi kerja. Kajian ini meneliti sama ada amalan HRM memberi impak 
yang berkesan kepada prestasi pekerja di hotel 4 dan 5 bintang di Sarawak. Tinjauan 
dilakukan dengan mengambil sampel dari 171 pegawai eksekutif dari hotel 4 dan 5 bintang 
di Kuching, Sibu dan Miri dari Sarawak. Data ini telah dianalisikan dengan menggunakan 
partial least squares structural equation modelling (PLS-SEM) dan dapatan kajian 
menunjukkan bahawa amalan HRM adalah penting dalam peningkatan prestasi pekerja 
hotel 4 dan 5 bintang di Sarawak. Latihan dan pembangunan, penyertaan pekerja dan 
amalan keselamatan pekerjaan didapati mempunyai hubungan yang signifkan dan positif 
dengan prestasi kerja. Tambahan pula, iklim organisasi juga menunjukkan pengaruh 
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penyederhana akan pampasan dan amalan keselamatan pekerjaan dengan hubungan 
prestasi kerja masing-masing. Penemuan kajian ini memberikan sumbangan pembaca yang 
luas kepada sarjana dan pengamal dengan memberikan bukti empirikal mengenai pengaruh 
penyederhana iklim perkhidmatan dan kesan amalan pengurusan sumber manusia terhadap 
prestasi kerja dalam konteks industri perhotelan. 
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1.1 Background of Study 
This research studies the effect of human resource management (HRM) practices 
towards job performance with the moderating role of organizational climate. In an 
accelerated development over the years, the business climate becomes more competitive and 
unpredictable (Ong & Koh, 2018). Nowadays, hospitality is considered as one of the world's 
fastest growing sectors and contributes to over one third of the service industry. 
Professionalism, the creation of manpower and frequent motivation are the key drivers for 
the success of hospitality industry. Previous researcher commented that the employees are 
the primary contributors to the service sector and their motivation plays an important part in 
enhancing the hotel’s industry efficiency (Saththasivam & Sharif, 2016).  
Caliskan (2010) identified that best human resource management practices allowed 
the hotels to gain competitive advantage. The competitive edge for organizations and the 
ability to deliver superior services within tourism and hospitality industries are highly 
dependent on human resource dimension (Sharma & Gursoy, 2018). HRM practices is 
contributing to increase an organization’s sustainability by attracting, retaining, and 
developing employee performance to preserve a quality human resource base (Wikhamn, 
2019). With an efficient leadership in managing the implementation of HRM practices in an 
organization, it can help to satisfy employees’ satisfaction and job performance (Maxwell et 
al., 2004; Maroudas et al., 2008; Teng, 2008; Ashton, 2017).  




According to McGregor (1960), organizational climate is defined as how employees 
perceived organizations’ internal functions like decision-making and rule setting in the 
workplace. Organizational climate has been identified as a significant essential background 
in service industry (Hong et al., 2013; Bowen & Schneider, 2014; Li & Huang, 2017; Song 
et al., 2020). Organizational climate leave employees’ perceptions towards the practices of 
their working unit. Organizations need a positive climate in their workplace to boost 
employee motivation and increase their working job performance (Moslehpour et al., 2019). 
Besides, literature on organizational climate has emphasized that it is necessary to enhance 
individual engagement towards organizational goals. It plays a significant role in improving 
the development of HRM practices to empower employees to produce superior job 
efficiency. HRM practises convey an omnibus message to employees that high achievements 
are expected based on what is rewarded, endorsed, and anticipated in the organization. To 
guide employees' attitudes and behaviours in the service cycle, organisations need to foster 
a powerful organizational climate. In translating inner management philosophy into 
organisational results, the organizational climate was regarded as a critical link (Schneider 
et al., 1998; Hong et al., 2013; Asio & Jiminez, 2020). Generally, HRM practices will effect 
on the organizational climate, giving greater connection to the overall employee job 
performance. 
Employee’s perspective on human resource management is important criteria for the 
organization’s development, which they use to develop and reproduce senses about who they 
are and what the firm expects them to do to achieve a competitive business edge 
(Mariappanadar, 2020). Past studies have shown a significant and positive relationship 
between HRM practices and job performance (Snape & Redman, 2010; Nadarajah et al., 
2012; Manzoor et al., 2019). Besides, past literature has also stated that adopting quality 




enhancement human resource management practices such as high employee participation, 
result-oriented performance appraisal, guaranteed employment security, extensive and 
continuous training and development can help the organization to gain and sustain 
competitive advantage (Simon, 2020). It is suggested that the current working climate 
requires bigger expectation from the employees and represents a significant gap that needs 
to be dealt with to assist the employee in fulfilling their work requirements (Mat et al., 2017). 
Therefore, it is important for a successful organization to foster a strong organizational 
climate in which employee’s perceptions of HRM practices in different contexts should be 
matching. 
In summary, human resource management practices could be an apparent solution 
for motivating the knowledge, attitude and manner of the employees that affects the 
efficiency of both organization and employees. Employees with positive attitude can assist 
the organization to make maximum efforts in the organization’s hopes of being promoted. 
Therefore, the fulfilment of the needs and desires of employees from implementation of 
HRM practices could lead in high job satisfaction among employees.  
1.1.1 Malaysian Scenario 
The competency level of HRM in Malaysia is becoming a core strategy to align 
internal behaviour and skills of employees with the strategic direction of the organization. 
In the past, HR practitioners primarily focused on the behavioural and technical 
competencies that involved with the functional management only. Strategic issue in HR did 
not become a topic of discussion for practitioners and academicians until the mid-1990s 
(Menon, 2015). With the growth in information technology and globalization, HR 
professionals play the prominent role of strategic business partners to respond to the 




turbulence change of global business trends (Hamid, 2014). HR department are also 
considered as the strategic partners in organization growth. Therefore, HR professionals in 
Malaysia should devolve HRM activities and formulate HRM policies and practices that are 
significantly influencing on the organizations’ ability to cope with these changes (Mat et al., 
2015; Napathorn & Kuruvilla, 2018).  
Thanigaivel et al. (2017) have report in the study of telecommunications and internet 
service providers in Malaysia, urged that most of the studies were focused on organizational 
performance instead of employee job performance. Moreover, it has also investigated the 
relationship between HRM practices and organization performance. While, the result of the 
study showed that HRM practices affect the organizational performance through its 
influence of individual attitudes and behaviours.  
According to Zakaria et al. (2018), small and medium-sized enterprises (SMEs) has 
also contributed significantly to the overall economic performance in Malaysia. The 
uniqueness of human resource management (HRM) practices such as training and 
development, compensation and performance appraisal could lead to the SMEs’ sustainable 
competitive advantage. Hence, SMEs have been acknowledged as a key business sector for 
various countries in the world since they make up over 90 percent of all enterprises.  
Besides, Do et al. (2019) have also highlight that ASEAN organizations need to be 
more strategic in relating their HRM policies and practices to firm performance. There is 
growing evidence that proven that HRM is becoming more systematic, and market oriented 
with evidence of adaptation of HRM techniques in a certain context (Vo & Stanton, 2011). 
It is necessary to conduct a systematic review of literature regarding the development of 
HRM that significantly contributes to this core area of HRM research.  




In Malaysia hospitality context, different trends in managing HRM practices has 
emerged as service organizations find that they are now dealing with a heterogenous 
workforces of diverse background and demographics. The need to adapt to these new 
practices trends in hospitality industry is currently compelling organizations to design the 
new ways to motivate and build capabilities of the employees (Huertas-Valdivia et al., 2018). 
Therefore, the hospitality industries must create working environments that build passion 
and purpose in order to achieve higher performance.   
The research diversity above suggests that HRM activities are especially relevant in 
leading and directing employees to deliver superior job performance. According to Ordonez 
de Pablos and Lytras (2008) and Al-Refaie (2015), HRM practices are a viable way for the 
hospitality industry to remain competitive by improving service quality, customer loyalty, 
customer satisfaction, employee loyalty as well as hotel performance. Therefore, good HRM 
practices that implemented on the employees in hotel industry can bring a positive image to 
the tourists. 
1.2 Problem Statement 
Human resource management (HRM) practices play an active role in assisting 
organizations to improve employee job performance. In service industries, human resources 
represent a crucial source of competitive advantage to organization due to its heavy reliance 
on employees’ services and intimate customer-to-employee interaction (Wong et al., 2019). 
However, most of the organizations are facing myriads of issues in enhancing and sustaining 
the job performance and commitment of the employees due to high increment of employee’s 
job demand and expectation. Service industry is labour intensive and requires large number 
of frontline employees to maintain effective service operation. According to Sarawak 




Employment Report 2019-2020, it was recorded that employee under the career of 
operational and business support showed the most unhappiness at work. The main 5 reasons 
were caused by low salary, bad management, career advancement, lack of rewards, and lack 
of opportunities to apply skills and abilities.  
There are numbers of organization adopting HRM practices without knowing 
whether they match the organization’s structure or culture and understand employee’s 
current job demand and so potentially decrease to produce the employee desired outcome 
(Bleijenbergh van Mierlo & Bondarouk, 2020). Statistical issues that have been proven in 
past studies (i.e., Sobaih, 2018; Sobaih et al., 2019; Nor et al., 2020) on insufficient reward, 
less work benefits, lack of opportunity for career development, non-conducive working 
environment, unattractive remuneration, lack of training and development and the absent of 
recognition that provided have directly impact on employee job performance. All these 
issues will bring impact on job performance in the form of absenteeism, rude behaviour and 
inefficiency in performing tasks in the long run. Past study by Mariappanadar (2020) has 
proven that organizations which engage employees with HRM practices that dissatisfied 
their needs and expectations can simultaneously bring negative outcome on employee’s job 
performance. Past researcher has clarified that negative job performance adversely affects 
the profitability and competitive advantage of an organizations (Kang et al., 2018).  
HRM practices focused on improving employees’ perception about the working 
condition, i.e., organizational climate (Datta, 2020). Organizational climate is evaluated to 
determine HRM practices related to with employee’s perceptions of their workplace based 
on their day-to-day working experiences. (Datta & Jain, 2017). However, past studies have 
consistently found that organizational climate perception affects employee behaviour and 




consequently effects on organizational performance (Thakre & Shroff, 2016; Vong et al., 
2018). It was found to affect job satisfaction, job commitment, innovation, and job 
performance at the employees’ level. Therefore, the hospitality industry has recorded a poor 
reputation in the eyes of employees, which may make it more difficult for the organizations 
to attract, recruit, and retain quality employees (Ali & Amin, 2014; Zhao et al., 2015; Datta, 
2020). Past study by Datta (2020) stated controlling employee turnover is the most 
challenging task for HR managers and the cost incurred to replace this gap is huge and goes 
beyond the financial losses. 
In addressing the above issues, the management must understand the environment 
and create changes in organizational climate that the employee will positively perceive to 
control the employee turnover rate. The ongoing crisis is a key issue to be investigated as it 
threatens the continued capability of the fast-growing industry (Ashton, 2017). 
Henceforward, the presence of many practices originating internally from within the 
organization will influence an employee’s job performance and commitment to the 
organization. 
1.3 Research Objectives 
The research objectives are alienated into two groups, namely, general and specific 
objectives. 
1.3.1 General Objective 
This study is to investigate the impact of human resource management practices on 
the job performance from employee’s perspectives and whether the organizational climate 
moderates the relationship. 




1.3.2 Specific Objectives 
The specific objectives are as follows:  
i. To identify the impact of human resource management practices (such as 
training and development, compensation, performance appraisal, employee 
participation and employment security practice) on job performance (i.e., task 
performance and contextual performance) in 4- and 5-star hotels in Sarawak.  
ii. To examine the moderating impact of organizational climate on the 
relationship between human resource management practices and job 
performance in 4- and 5-star hotels in Sarawak.  
 
1.4 Research Questions 
The present study of the research questions is to examine the impact of human 
resource management practices and organizational climate on the employee’s job 
performance in 4- and 5-star hotels in Sarawak.  
i. Do human resource management practices (i.e., training and development, 
compensation, performance appraisal, employee participation and 
employment security practice influence the employees’ job performance 
(e.g., task performance and contextual performance) in 4- and 5-stars hotels 
in Sarawak?  
ii. Does organizational climate moderate the relationship between human 
resource management practices and job performance in 4- and 5-star hotels 
in Sarawak? 
 




1.5 Definition of Key Terms 
The key terms used in this study will be discussed in this section. 
i. Training and Development 
Training and development (T & D) is one of the elements of the human 
resource development (HRD) model where it helps to construct and reinforce 
the employee’s work related characteristics in any organization. It is a more 
logical and structured way to improve the abilities, understanding and 
characteristics of the employees in order to of increase their job performance 
(Imran & Tanveer, 2015). 
ii. Compensation 
Compensation is all types of economic returns and tangible services and 
advantages received by employees as part of their employment relationship 
(Milkovich & Newman, 1999). Compensation known as employee 
remuneration which made it possible for employees to demonstrate notable 
productivity performance towards organisations (Qureshi & Sajjad, 2015).  
iii. Performance Appraisal 
Performance appraisal are the method through the supervisor evaluation after 
which the job-related performance of their supervisors is assigned, and the 
supervisors are awarded benefits based on the evaluation (Cappelli & 
Conyon, 2018).  
 
 




iv. Employee Participation 
Participation is the operating dialog mechanism between employees that 
allows them to exchange information and thoughts (Adel Mohammad, 2010). 
Participation of employees is to ensure that all employees have the 
opportunity to influence management decisions and enforce them to boost 
organizational efficiency (Wohlgemuth et al., 2019). 
v. Employment Security Practice 
Employment job satisfaction partly awaited by job security (Yousef, 1998). 
Employees looked at job security and rewards depending on the quality of 
management success (Sharpley & Foster, 2003). Employment job security is 
an extrinsic factor that motivates people to work in an organization with 
strong social protection and decent earnings (Lundberg et al., 2009; 
Richardson, 2010; McNamara et al., 2011; Ashton, 2018).  
vi. Organizational climate 
Organizational climate refers to a set of shared perceptions among employees 
derived from experience with organizational policies, practices and 
procedures that indicate what is rewarded, supported and expected (Schneider 
& Reichers, 1983). 
vii. Job Performance 
Job performance can be referred as behaviours or activities that conducted to 
accomplish the goals and aims of the organizations (Motowidlo et al., 1997). 
It is the key structure of each organization as the job performance of the 
employees’ leads to company achievement and performance is crucial to the 




employees as accomplishing a task given can be sources of satisfaction 
(Muchhal, 2014; Jayaweera, 2015). 
viii. Task Performance 
Task performance can be viewed in terms of communication and interaction 
dimensions, task capabilities, commitment and initiative, problem solving, 
and coordination and preparation. This explains clearly that all jobs require 
their employees to connect and cooperate with employers or customers or 
other employees which located outside the organization (Cleveland et al., 
2019). 
ix. Contextual Performance 
Specific activities needed in employment include a broad variety of 
behaviours such as interpersonal assistance, awareness and overall 
organizational support are to be known as contextual performance (Cleveland 
et al., 2019).  
1.6 Significance of Study 
This research makes noteworthy contributions to the hotel industry on the importance 
and implementation of human resource management practices on job performance in this 
highly competitive area. This research examines the impact of human resource management 
practices that categories into five practices and specifically examined the impacts of each 
dimension on employee’s job performance. Therefore, it offers a better impression of the 
key drivers of employee performance in the hospitality industry through HRM practices. In 
addition, many studies have concentrated on the direct impact of organizational climate 
rather than moderating impacts of organizational climate. It is expected that the results of 




this research study will be important because they provide empirical evidence of how 
organizational climate influences the relationship between HRM activities and job 
performance.  
From a practical point of view, the results of this study are important because it gives 
practitioners an understanding of the determinants of HRM practices can help strengthen and 
enhance the performance of employees in their organizations. Practitioners may choose 
which field they intend to strengthen by recognizing which HRM practices have the most 
impact on the performance of employees. It is extremely important because choosing the 
wrong sustainability practices can in turn lead to dissatisfaction among employees. 
Moreover, results are expected to increase understanding of the framework and 
implementation of HRM practices by supplying practitioners with an understanding and 
information about how to align organizational climate with the execution of HRM practices 
for superior job performance.  
1.7 Scope of the Study 
The present study looks at the interrelationships between HRM practices, 
organizational climate and job performance in the context of 4- and 5-stars hotels industries 
in Sarawak Malaysia. It covers the perspective of employees from hotels in Sarawak, 
Malaysia. HRM practices is to ensure the organizations attaint their objectives by fulfilling 
the employees’ needs and expectations as their primary objective. It is proposed that HRM 
practices and job performance are interdependent of each other, while organizational climate 
moderates the relationship between these variables. By pursing HRM practices would result 
in achieving better job performance by employees. Moreover, HRM practices and 




organizational climate can achieve complementarities that facilitate each other which 
ultimately leads and deliver superior job performance.  
The sample for this study was the focusing on 4- and 5-stars hotels from three cities 
of Sarawak: Kuching, Miri and Sibu. These are the three big and main cities that located on 
the island of Borneo and accommodate large areas of forests and abundant with natural 
resources and wildlife. List of hotels rated 4- and 5-stars were found and given by Ministry 
of Tourism, Arts and Culture (MOTAC). There are minimum requirements for star rating 
hotels, consisting of qualitative and aesthetic requirement, common area, bedroom 
requirement, services, safety standard and hygiene, and the employees’ services and attitude. 
Therefore, 4- and 5-star rating hotels usually offer their guests the highest levels of luxury 
through personalized services, a vast range of amenities, and sophisticated accommodations. 
In this study, executive level employees were selected for data collection to represent the 
perspective of employees in 4- and 5-stars hotels in Kuching, Miri and Sibu.  
1.8 Organization of the Chapters 
Five chapters will be divided in this research study. Chapter 1 presented an overview 
of the study, problems statement, research objectives, research questions, and interpretation 
of HRM’s key terms and the significance of conducting this study. Then, review of literature 
relating to HRM, organizational climate and job performance, justification of the theoretical 
framework, gap in the recent literature, and the development of hypotheses are discussed in 
Chapter 2. Next, research methodology will be presents in Chapter 3 which includes the 
research site, research design, sample, data collection procedure, research questionnaire and 
measurements, pre-test of the questionnaires and also the statistical analyses. The following 
Chapter 4 represents the statistical empirical findings, validation of the constructs and 




respective measures as well as the relationship of the hypotheses and predictive capabilities. 
Chapter 5 will be the last chapter to be discussed in this study which included of the 


































2.1  Introduction 
Human resource management (HRM) practices and employee performance are the 
main variables linked in most of the studies. Strategic human resource practices (SHRM) 
based on organisational performance and employee behaviour, or informally human resource 
practices, have for many years been one of the top research topics in the developing world. 
Most of the studies were taken in banking industry or generally under hotel industry. 
However, limited research on the impact of human resource management practices on job 
performance that moderates by organizational climate and specifically under the employees 
from 4 to 5 stars hotels. Besides, past research did not adopt a moderator of organizational 
climate to moderate among human resources management (HRM) practices on job 
performance in the context of hotel industry.  
Therefore, the present study used human resource management practices (e.g., 
training and development, compensation, performance appraisal, employee participation and 
employee security practices) as the independent variables and job performance (e.g., task 
performance and job performance) as dependent variable. Organizational climate was 
adopted as a moderating variable on the relationship among the human resource management 
practices and job performance.  
To begin, this chapter underlines on defining the research models, such as human 
resource management practices, organizational climate and job performance. The underlying 




theories of this study will further be discussed. Finally, the theoretical framework, the 
existing gap in the literature, validation of the framework, the description of variables and 
the development of hypotheses will be presented.  
2.2  Human Resource Management (HRM) Practices  
HRM is referred as an instrument aimed at improving performance through 
systematic comprehension and addressing employee and workplace issues (Aston, 2017). 
The significance and value of Human Resource Management (HRM) is to ensure that 
organisations attain their objectives by fulfilling the employees ' individual expectations and 
needs as their primary objective, has initially improved the human resources department for 
organizations. It has proven that HRM is effective in encouraging greater job performance 
and wider contributions to organizations (Heilman et al., 2020). HRM was described as the 
productive use of individuals to attain the strategic organizational goals of an organization 
and the fulfilment of the requirements of employee’s needs (Stone, 1998). HRM practices 
can be in the source of competitive sustainability (Pfeffer, 1994; Becker & Gerhart, 1996; 
Boxall, 1996). Contemporary HRM practices has referring to high levels of decision 
allocation, comprehensive lateral and vertical communication channels, strong reward 
schemes, often connected to numerous performance indices, and other methods that are 
implemented either separately or in different rolls to attain high levels of organisational 
performance (Ichniowski et al., 1997; Zenger & Hesterly, 1997; Colombo & Delmastro, 
2002; Teece, 2007; Colombo & Delmastro, 2008; Chaubey et al., 2016).  
Besides, HRM procedures are regarded crucial in the hospitality industry, where it is 
not only applicable to luxury hotels, but can also be applied in small and medium-sized 
hotels or budget hotels., the efficiency of human resource management practices and the 




commitment of the employees are major importance as service organizations are labour-
intensive organization (Pasaoglu, 2015). It has been found that HRM practices play an 
important role in driving organizational performance (Presbitero, 2017). Human resources 
are known to be an organization's most precious and distinctive assets in leading and 
achieving an organization’s goals. Organization with a strong and successful management 
of human resources is one of the challenging, interesting and vibrant achievement. Employee 
expertise and skills obtained through the education scheme and job experience represent the 
human capital available in an organization (Nieves & Quintana, 2018). In carrying out 
operations that require interaction and communication with clients, human capital is 
extremely important (Korczynski, 2002; Ployhart et al., 2009; Nieves & Quintana, 2018). 
Therefore, it is related to the customer-oriented behaviours which served under service 
organization such as hospitality and tourism sectors.  
In this new knowledge-based economic era, HRM practices is essential in stimulating 
creativity in order to achieve a better outcome. The functions of these HRM practices can 
differ widely among different companies in the services sector (Boxall, 2003; Dominguez-
Falcon et al., 2016). By retaining employees’ commitment and job satisfaction, creativity, 
high HRM practices should be designed to create a high-performance working system. HRM 
are comprehensive practices that can enhance personnel abilities, promote employee 
involvement and voice in decision-making, and improve motivation for discretionary efforts, 
and jointly influence organizational efficiency and sustainable competitive advantage (Sun 
et al., 2007; Wong et al., 2019). Employees are one of the most significant and variable 
resources in service organizations, and employee performance and productivity is one of the 
top variables affecting organisational achievement (Pasaoglu, 2015). Employees should be 
the most trusted resources available, as emphasized by the internal marketing perspective 




(Baker & Magnini, 2016; Wong et al., 2019). Therefore, it can help shape employee 
attitudes, attitudes and skills to achieve high employee satisfaction and engagement by 
incorporating HRM practices.  
Based on the literature from previous studies, this analysis seeks to provide objective 
data on the relationship between HRM practices and job efficiency by explicitly focuses on 
hospitality industry. This research focuses on understanding more detailed information about 
the relationship between HRM practices and job performance in the hospitality industry, 
specifically in luxury hotels. This study adopts HRM practices suggested by Evans (2003) 
& Scarbrough (2003) that training and development, compensation, performance appraisal, 
employee participation and employment security practice are the fundamental functions of 
HR.  
2.2.1 Training and Development 
Successful hospitality businesses will generally benefit from high-performance 
human resource management practices such as training and growth, compensation, 
performance assessment, staff involvement and job security practices that can lead to 
business profitability and employee satisfaction (Hinkin & Tracey, 2010; Wong et al., 2019). 
Many organizations are now starting to invest on career advancement and development 
programs. Studies on HR practices have shown that programs on career development have 
a strong influence on the efficiency and development of employees (Paul & Anantharaman, 
2003; Haider et al., 2015). Retention of employees is one of the severe attentions provided 
by most organisations in this competitive age. A successful retention approach can assist 
maintain key employees (Roberts & Outley, 2002; Haider et al., 2015). Therefore, training 




and development programmes should be transformed into significant strategies that are vital 
to conduct in order to urge employees to remain in the organization longer.  
According to Barringer et al. (2005) has revealed that organizations rely on the 
abilities of the employees in order to grow in a rapid environment. Nowadays, the hospitality 
sector is increasingly engaging training programs to equip employees to achieve the industry 
standards (Horng & Lin, 2013). Training helps to develop the abilities of the employees, 
knowledges and skills which can generate new ideas, processes and practices. Employees 
who fostered the training and development programmes were able to facilitate their problem-
solving abilities that can contribute to the service industry (Yang & Chen, 2005; Flores et 
al., 2012; Gutierrez-Gutierrez et al., 2018). When employees undertake training programs, 
they will be function as refinement and enrichment to their current skills by making them 
competitive. Such training programs generate synergies that encourage employees to have a 
shared gift-and-take connection in the so-called specialist arenas (Kaynak, 2003; Singh, 
2018). Knowledgeable employees provide praiseworthy participations, thus increasing the 
relevance of the exchange of knowledge, which in turn propagates the discovery of new 
thoughts (Singh, 2018). Therefore, hotel management always focus more on key functional 
area to orient their employees in order to provide a best service to their guests. 
Increasingly, large tourism organizations will invest in training and development 
programmes to enhance employee performance and effectiveness to meet evolving customer 
requirements (Johnson et al., 2018). To preserve and sustain competitiveness in the industry, 
tourism and hospitality organisations need to be proactive in reacting to the training and 
growth of this employees. In the hospitality sector, frontline employees play a crucial part 
in extremely contributing to the success of the sector through customer relationships (Slatten 




& Mehmetoglu, 2011; Johnson et al., 2019). Past research has shown that training and 
development enhance employees ' knowledge and skills which can enhance their efficiency 
and skills (Otoo & Mishra, 2018). Training and development are the keys to unlock 
employees’ potential by enlarging their knowledge and skills to close any possible 
performance gaps. Besides, training and development are organized and provided by the 
organizations for employees to acquire knowledge and skills required for the current and 
future jobs. Generally, training and development activities are designed to help employees 
continue to make positive contributions by utilizing new knowledge, skills, and abilities. 
Therefore, it is compulsory for organizations to implement training and development 
programmes for the employees to improve their abilities and competencies in the workplace. 
With increasing competition and constant change in the worldwide industry, the significance 
of learning as a critical achievement and survival factor in tourism and hospitality 
organisation has been strengthened (Johnson et al., 2019). Therefore, employees are also 
prepared with sufficient and systematic training and development to gain a wide range of 
skills that expand their horizons, integrate knowledge from diverse sources and more 
effectively apply their acquired skills and expertise to their work. 
2.2.2 Compensation 
Compensation is a method in which staff are provided with financial value for the 
job they have done. It can be used to employ qualified staff, reward efficiency, nurture 
business loyalty by reducing turnover (Hassan, 2016). In this wide-ranging study on the best 
practices in hospitality sector, compensation has been acknowledged as the critical area in 
augmenting service quality, reducing labour costs and increased employee’s efficiency (Enz 
& Siguaw, 2000; Nasurdin et al., 2015). According to the theorist of AMO, compensation is 
part of the incentive to improve HR procedures that influence the attitudes of employees at 




work (Lepak et al., 2006). Besides, the compensation provided can also motivate employees 
to be innovative. It has become a profitable tool by attracting and maintaining creative 
employees and motivating employees to work in the company (Farouk et al., 2016). Previous 
study found that the most efficient HRM methods are to provide economic benefits for 
employees and to recognize their efficiency (Cano & Cano, 2006).  
Compensation is regarded in literature as one of the main components in the retention 
of employees. Compensation has been existing in the form of monetary or non-monetary 
approaches. Compensation is separated into 2 categories which consists of direct and indirect 
compensation (Harun et al., 2016). Components which contained in the direct compensation 
are salary, bonuses and profit allocation. In other hand, indirect compensation consists of the 
benefits in the form of medical coverage and working insurances. Employees are the most 
precious assets in an organization (Namasivayam et al., 2007; Harun et al., 2016). Previous 
study reported that monetary compensation compensated by the employers to the employees 
is in unsatisfactory level (Lahap et al., 2010). It has been proven that hotel employees worked 
for long periods and did not compensate them accordingly. Therefore, absence and employee 
turnover were to be known as the main matter in hospitality industry. According to Crick & 
Spencer (2010) suggested that hospitality industry could provide a good financial incentive 
in order to have a higher employees’ retention rates. Different kinds of compensation should 
be given to attract the best skilled and qualified employees to penetrate the industry (Lahap 
et al., 2015). Therefore, the hospitality management should clearly communicate the 
compensation’s policies in order to achieve the goals and targets of the employees’ 
achievements.  




In addition, compensation system can also be described as an organization's pay to 
employees as a result of their performance (Wood & De-Menezes, 1998). In other words, it 
can be conceived as an appropriate and fair remuneration for employees because of their 
contributions to the achievement of organisational goals and goals (Armstrong & Brown, 
2001; Hoque et al., 2018). Based on the mechanism of Mincer (1974) and Becker (1975), 
has suggested that workers invest in their own industrious capacity and evidence is available 
to provision high returns on investment in workforce (Gerhart & Rynes, 2008). 
Organizations may decide to pay employees on the basis of skills and knowledge, especially 
true for knowledge-based and high technology industries (Kumar et al., 2019). 
Compensation involves the use of alternate tactics and earnings to uphold a certain level of 
functioning (Cleveland et al., 2019). In comparison, if an employee is pleased with the level 
of compensation, they would appreciate the feeling that their average salary is aligned with 
the value he/she has contributed to the company. Therefore, the organization must also 
provide value beyond what is paid in compensation while the value of an employee increases 
over time.  
2.2.3 Performance Appraisal 
In recent past, the effectiveness of the organisational performance appraisal system 
has achieved prominence in terms of employee motivation, engagement and career 
opportunities (Iqbal et al., 2019). Generally, performance appraisal at the individual level 
can be divided into two general drives, which are evaluative and developmental (Murphy & 
Cleveland, 1995; Murphy et al., 2018). The aim of the evaluation is to compare the 
performance of an individual with a criterion. In other words, criterion can be the previous 
performance of another employee, performance or other employee. On the other side, the 




aim of development is to enhance attitudes, abilities and experiences to enhance the 
effectiveness of employees (Boswell & Boudreau, 2002; Cleveland et al., 2019).  
Many organizations face unstable and turbulent environments in creating a 
competitive advantage through the organizational growth of employees. Appraisal is a 
method of compromising feedback on any assessment outcome to determine employee 
performance at job and to establish a growth plan that is optimal for employee performance 
(Kaynak & Bulbul, 2008). Performance appraisal is intended to decrease "favouritism" and 
provide employees with a picture of objective and unbiased leadership (Dilsiz, 2006; Apak 
et al., 2016). It tends to enhance the efficiency of the job, communicate expectations, 
determine the potential of employees and assist with counselling of employees. (Aggarwal 
& Thakur, 2013; Islami et al., 2018). Thus, performance appraisal is a technique that can 
reduce mistakes and make organizations more rational to use.  
Furthermore, performance appraisal is a key outcome from a motivational 
perspective to improve forthcoming performance (Maurer & Palmer, 1999; Jawahar, 2010; 
Pichler, 2012; Selvarajan et al., 2018). According to Gilliland and Langdon (1998), fairness 
is regarded as a fundamental principle of an accepted and efficient system of performance 
and evaluation. In order to generate a multitude of beneficial impacts for both employees 
and organization, a performance appraisal is viewed as fair and efficient. Fairness perception 
is likely to drive many employee behaviours as it offers an additional motive to include 
equality in a model that seeks to determine motivation to enhance employee performance 
(Selvarajan et al., 2018). Employees will be more inspired, valued and appreciated as their 
performance is seen as reasonable and successful in the performance appraisal (Storey, 
2018). On the other hand, the performance appraisal may not continuously assist in 




developing employees if the employer plans to implement training and development based 
on performance appraisal outcomes that are often unrelated to organizations' requirements 
(Wilson & Western, 2000; Cleveland et al., 2019). In short, performance appraisal can help 
the organization determine whether employees should be promoted, retained or terminated. 
It represents the requirements of the employer for a thorough employee performance 
measurement. 
2.2.4 Employees Participation 
In the last 20 years, participatory decision-making has drawn academic attention 
(Black & Gregersen, 1997; Kim, 2002; Ladd & Marshall, 2004; Irawanto, 2015). Employee 
participation has been demonstrated to boost job satisfaction as a leadership alternative. 
According to Vroom (1974), participation can be described as involvement. Participation of 
employees may represent the efficiency of the workforce (Groen et al., 2017). It has been 
shown that employee participation enhances employee’s abilities, expertise and resources to 
introduce their revitalisation thoughts, contribute to inform strategic choices and efficiently 
enforce them through the allocation of authority and information and the development of 
motivators (Conger & Kanungo, 1988; Lawler, 1992; Schaarschmidt, 2016; Bode & Singh, 
2018). Therefore, employee participation is also seen as an important element to the 
successful employment of new management policies and plays a major role in determining 
the degree of employee satisfaction. 
Employee participation denoted to the prospect of employees involved in decision-
making on a ‘ladder of participation’ (Arnstein, 1969; Chang, 2005; Li et al., 2014). 
According to Gollan (2005), High superiority of employee participation is a means of 
achieving organizational efficiency by simplifying employee engagement and organizational 




engagement. Empowering employees through participation and involvement has been 
shown to improve job satisfaction and withholding of employees and to pay dividends for 
the organisation (Benn et al., 2015). The intrinsic motivation of employee participation has 
become a significant factor in maintaining employee performance (Hackman & Oldham, 
1980). An organization that exercises a participatory work environment for employees can 
assist executives handle their employees by sharing information or by trying to involve 
employees in decision making (Tesluck et al., 1999; Wanous et al., 2000; Li et al., 2014). 
On the other hand, management that lacks mechanisms for employee participation through 
an old-fashioned bureaucratic leadership scheme can lead to elevated employment turnover 
and reduced intensities of satisfaction and dedication to their organisations (Zhu et al., 2011; 
Zhu et al., 2015). Therefore, employee participation leads to positive actions and improved 
task performance. 
In addition, employee participation is a common term that describes a variety of 
activities that often involve a variety of jargon including employee voice, employee 
engagement and empowerment (Markey et al., 2016). A participatory and inclusive decision-
making style emerges throughout the industry as one of the hallmarks of a competitive and 
leading organisation (Ntumba, 2003). Employee participation in joint decision-making can 
give employees with different levels of influence, ranging from formally formed committees 
to managerial relationship growth (Scott-Ladd & Marshall, 2004; Linde & Visagie, 2017). 
From an organizational perspective, joint decision-making can lead to higher collaboration 
between employers and employees, which can indirectly enhance their job performance in 
terms of efficiency and effectiveness, as employees are less likely to question or feel 
undetermined when making choices (Summers & Hymann, 2005; Linde & Visagie, 2017). 
Joint decision-making leads to increased identification of the employee with the 




organisation. On the other hand, it is anticipated that employees involved at this stage will 
ensure that employers are conscious of their interest in their working climate. Last but not 
least, there are numerous advantages connected with employees involved in joint decision-
making where they can have a major impact on their work performance and have the greatest 
understanding and abilities to solve issues and enhance working techniques (Wohlgemuth et 
al., 2019).  
2.2.5 Employment Security Practices 
Technological changes are a major concern in this quickly evolving setting about 
human replacement by machines (Nica, 2016; Prisecaru, 2016; Peters, 2017). Perceived job 
insecurity will be simply as an expectation of work discontinuance in the near future, but 
also as a long-term work projection. Employment insecurity between work and 
unemployment that can truly be described as the emotions of the employees about the risk 
of future unemployment (De Witte, 2005; Nam, 2019). Employment security practices in the 
organization should be introduced to decrease employee uncertainty. It will pose a risk to 
the resources of employees. In an unsafe working environment, employees will feel that they 
face the threat of employment, salaries and work. (Guo et al., 2019). Therefore, when 
employees begin to feel that their work is threatened by losses, they will face adverse 
implications on their job.  
According to Pearce (1998), employment security is an emotional state in which 
employees differ from one organization to another in their expectations of future work 
continuity. In other words, it represents the subjective anticipation of work stability and 
continuity within an organization by the employee (Probst, 2003; Loi et al., 2011; Liu et al., 
2017). The availability of job security signals the organization's long-term dedication to its 




employees, which can lead to employees being reciprocated in the form of an organizational 
commitment. Employment security practices is critical in meeting the requirements of 
employees for job security and equal protection rights. Organization should practice 
implementing and investing these methods in its employees whereas by investing their 
efforts in organizations, employees can return the favour. Employment security in HR 
systems should therefore be more influential and significant for employees. 
High commitment of HRM practices infers a long-term employment relationship and 
their sense of employment security are important for its employees (Latorre et al., 2016). A 
strong wisdom of employment security is probable to foster confidence and keep a healthy 
and good employment relationship to allow employees to feel secure from their jobs. The 
need for job security to attract highly committed employees, resulting in beneficial results, 
particularly in job performance invention (Schuler & Jackson, 1987; Diaz-Fernandez et al., 
2015). In similar disposition, it found that the organization should provide employees with 
employment security capable of generating endowed employees who are self-confident, 
willing to take risks and willing to engage in innovation procedures (Jimenez-Jimenez & 
Sanz-Valle, 2008; Farouk et al., 2016). Overall, employees can create a wisdom of 
commitment by providing employment security while there is no guarantee will become 
innovative. 
2.3  Job Performance 
HRM showed a significant role in promoting employee’s job performance by 
augmenting their human capital such as services, capabilities, and knowledge that are 
valuable for the organization (Becker et al., 1997; Delery, 1998; Appelbaum et al., 2000; Liu 
et al., 2017). Job performance is characterized as the degree to which a person can perform 




their tasks successfully under standard job constraints using the available resources 
described, including in-role performance and extra role performance (Borman et al., 1994). 
High human resource management practices affect job outcomes where it can enhance their 
work capabilities skills, attitudes of working and improve engagement behaviours in order 
to increase their job performance (Sobaih et al., 2019). HRM provides the employees the 
resources they need for them to cope with working demands. Hence, it enables the 
employees to deal with workloads by obtaining higher job performance when they are 
engaging more tasks in their jobs (Bal & De Lange, 2015).  
Throughout industrial and organizational psychology research, job performance is 
one of the most significant benchmark indicators (Borman, 2004). In addition, job 
performance has been identified as a noteworthy organizational quality measure. In past 
research study, Huang et al. (2016) argued that HRM practices have a direct impact on 
employee understanding of well-being and it plays a crucial intermediating role to promote 
employee engagement in an organization to increase employee job performance. Job 
performance was thought to be linked when employees would put more time and effort into 
their own jobs that could be named job involvement (Lodahl & Kejner, 1965). According to 
Williams (2002) hypothesized job performance as work consequences and relevant work 
where it is essentially abstract that work outcomes are task performance in terms of quality 
and quantity of work carried out, while work-related behaviours help task-related 
performance (Johari & Yahya, 2018).  
There are few past research studies concluded that employees with high satisfaction 
have been found to have high job performance and low employee’s turnover rate (Back et 
al., 2011; Zopiatis et al., 2014; Han & Yoon, 2015; Han et al., 2016; Lu et al., 2016; Zhao et 




al., 2016; Suttikun et al., 2018). Conventionally, job performance is inadequate only to the 
fundamental task activities based on the job analysis (Campbell, 1990; Jex & Britt, 2008; 
Johari & Yahya, 2018), however, the construct has lengthened into behavioural aspects 
which directly to the fundamental tasks that support main task performance where Borman 
and Motowidlo (1997) made an declaration that job performance should be measured in 
terms of task performance and contextual performance in order to have a fully understanding 
on the complete concept of the latent construct. According to Koo et al. (2019), task 
performance involves both explicit behaviours involving the manufacture of goods or 
services and indirect behaviours supporting the chief technological procedures of the 
organization while situational performance requires behaviours affecting the organization's 
psychological and social environment. 
Employee job performance has typically been regarded by previous research as a 
two-dimensional construct (Borman & Motowildo, 1993). It has been suggested that the 
comprehensive dimensions of contextual performance and task performance or other three-
dimensional constructs such as task performance, organisational citizenship behaviour and 
counterproductive work behaviour may encompass job performance in the individual 
domain (Viswesvaran & Ones, 2000; Umar et al., 2020). Job performance at the individual 
level is a multidimensional construct that consists of four dimensions such as task 
performance, contextual performance, adaptive performance, and counterproductive work 
behaviours. In this study, contextual performance and task performance are taken to measure 
employee job performance.  
2.3.1 Contextual Performance 




In today’s business world, each organization expects its employees to do more than 
their share of work and engage in positive activities that go beyond their scope of 
employment and are not categorized as part of their roles of jobs and responsibilities 
(Borman & Motowidlo, 1993; Van Scotther & Motowidlo, 1996). In this case, as contextual 
behaviours, extra-role behaviours that are not officially requested yet complement employee 
job behaviours can be named. Such extra roles include volunteering to help and assist peers 
or colleagues who are lagging their assignments or jobs, being nice to maintain a good 
working relationship and making additional efforts to accomplish a job in a timely manner 
(Pradhan & Pradhan, 2015). It may also be addressed that situational success is not 
dependent on one’s skill or talent rather than on one's attitude and compassion towards 
others. 
Contextual performance may refer to work doings that are not directly linked to the 
technological foundation of the organization but are still helpful to an organization like 
volunteering and helping others (MacKenzie et al., 1998) where it contributes to the 
effectiveness of organizations in methods that form the institutional, social and 
psychological contexts that have served as an essential part of the task procedures and tasks 
(Borman & Motowidlo, 1993). In fact, the conceptualization of contextual performance was 
based not only on earlier work on citizenship organization, but also on a wider scope. The 
general saying of the contextual activities implies that contextual performance is not as 
dependent on the ability of employees as task and in-role performance but is of a 
discretionary nature when it can be assumed to be largely dependent on motivation (Meyers 
et al., 2018).  




In past research studies, there are many research works were focusing and adopted 
task performance as the main constructs where has been ignored in the studies of contextual 
performance by examining the HRM performance relationship (Tufail et al., 2016; Edgar et 
al., 2018). There are indications from the literature findings that contextual performance can 
be a significant contributor to organizational efficiency and effectiveness (McEvoy et al., 
2012). Contextual performance plays a critical role in job performance under hospitality 
industry, although it does not clearly fall within the assigned tasks of the hotel employee. 
Employees will help support the technological pillar where they go over the hotels 
technological, social and psychological environment by engaging in contextual 
performance. Examples of contextual performance in the hotel phenomenon consists of 
generating new ideas to enhance the hotel's operational or captivating action to defend the 
hotel against other possible issues. It can also be explained that contextual performance is 
more directly linked to assist the hotel, such as persevering with eagerness and extra 
determination is essential to complete its own task activities successfully, undertaking in 
carrying out tasks and supporting and defending organizational goals (Zoghbi-Manrique-de-
Lara & Ting-Ding, 2017).  
2.3.2 Task Performance 
In this age of global competitiveness, there are many organizations and major 
industries that spend billions on workplace learning with the goal of working to improve 
employee performance (Richardson, 2004; Carliner & Bakir, 2010; Griffin, 2016). Research 
on job performance and task performance is not an easy task in which it has had an influence 
not only on the efficiency of the training but also on the transmission to improve task 
performance when performing their tasks daily (Bhattacharya & Wright, 2005; Gershon et 
al., 2007; Leung et al., 2010; Carlisle et al., 2019). Task performance is directly related to 




the technical core of an organization through functional requirements execution, 
maintenance and service. It involved understanding of procedures, processing of information 
and decision-making on matters relating to the technical core (Motowidlo et al., 1997). Task 
performance shows how well will the employees performed the necessary tasks and add to 
their success in the organization (Ferris et al., 2003). Employee’s high performance in 
engaging with task performance can also improve the potential flexibility in their 
performance in association with the acquitted human capital of employees, which can be 
symptomatic of knowledge, skills and skills treasured in the same or similar industries 
(Aguinis & O’Boyle, 2014; Becton et al., 2017).  
Task performance also refers to the effectiveness and efficiency of an employee in 
completing his or her core job or roles (Motowidlo & Van Scooter, 1994; Conway, 1999). 
Task performance can also be viewed as a measure of the retention and promotion of 
employees within the organization (Batt & Calvin, 2011; Dubbelt et al., 2019). Besides, the 
management hierarchy has not only used task performance in line with organizational 
objectives but also to manage individual employees (Campbell et al., 1993). In other saying, 
task performance relates to the activities of employees producing goods or services that make 
it possible to achieve the job objective (Motowidlo & Van Scooter, 1994; Lee et al., 2017). 
In addition, individuals who dominant the technical core and received a high-rating for-task 
performance could also experience high-voluntary turnover due to their superior 
performance reflecting skills recognized as valuable in the external job market. Therefore, 
such employees need to look for better positions to make them more mobile and attract 
strength in the form of better alternative job opportunities (Capron & Chatain, 2008; Becton 
et al., 2017).  




In the context of service hospitality literature considered customers as an important 
factor in determining an employee's task performance (Lee et al., 2017). From the hospitality 
industry's point of view, task performance could include the behaviour of hotel employees 
to perform adequately assigned tasks, accomplish the responsibilities specified in the job 
description, and perform tasks expected of employees as well as meet their requirements of 
job performance among others. (Zoghbi-Manrique-de-Lara & Ting-Ding, 2017). A service 
employee's task performance refers to three characteristics, namely intangibility, 
simultaneous production and consumption, and customer co-production (Lee et al., 2017). 
Customer experience is as important as the services of the customer to define task 
performance in the hospitality industry. It can also be addressed that the actions of the service 
employees played a critical role in influencing the customer's view of the quality of service 
correlated with the task performance of the service employee, thereby the customer loyalty. 
Therefore, employee behaviour is linked to high-quality performance in terms of employee 
discretionary behaviours in serving customers beyond formal role requirements. 
2.4 Organizational Climate 
James and Jones (1974) understood that organizational climate can be implicit as 
individual perception known as spiritual climate or shared perception. Organizational 
climate can be referred to as employees’ shared perceptions attached to events, policies, 
procedures, and practices they experience and the behaviours they see being rewarded, 
supported, and expected (Ehrhat et al., 2014). In fact, an efficient organizational climate 
leads to more dynamic communication among the employees, resulting in employees’ 
willingness to accept more responsibilities to achieve their common goals (Kalhor et al., 
2018). 




According to Matthyssens and Vandenbempt (2010), organizational climate as the 
shared perception of the employees about the organizational reward behaviours and specific 
of the organization. Organizational climate is a specific application of climate which means 
that the employees share the primary perception in the organization. In other words, 
organizational climate is more about the employee’s perceptions about management 
practices across an assortment of disciplines including leadership, marketing, and human 
resources (Sadeghi et al., 2017). A key to customer satisfaction and sustained patronage for 
hospitality services companies is to provide a sustainable and adequate quality of frontline 
service employees for hospitality services companies. Employees provide high quality of 
services when organizational practices such as internal service quality and general 
facilitative conditions (e.g., the efforts of removing difficulties to work, supervisory 
behaviours and human resources policies) are advantageous to offer a high-quality service 
(Mokhtaram et al., 2017).  
Schneider et al. (1998) developed a model by focusing on the organizational climate 
characteristics which consists of customer orientation, managerial practices, customer 
feedback and global organizational climate. In this research study, managerial practices by 
focusing on employee job performance can be referred as an activity taken by the manager 
or organization to monitor and reward the delivery of quality service such as aim setting, 
work scheduling, coordination, acknowledgement, and rewards. Therefore, management 
practices performed by the manager will support and encourage employees’ quality of 
service delivery (Sadeghi et al., 2017). 
Organizational climate review has underscored the importance of organizational 
climate to enhance individual contribution to organizational goals. The study by Ahmed et 




al. (2020), suggested that HR elements would play a positive role in developing an 
organizational climate to enhance employee efficiency in a large service organization. A 
strong working organizational climate can improve the resources of employees to further 
improve their performance at work. Therefore, organizational climate is likely to play a 
significant role in moderating the relationship between HRM development and job 
performance. Subsequently, the organizational climate was theoretically established as 
significant tool for moderation in this analysis. 
2.5 Underlying Theories 
This study assimilates two key theories to examine the interrelationships between 
human resource management practices, organizational climate and job performance. Social 
exchange theory and psychological contract theory will be further discussed in this section. 
2.5.1 Social Exchange Theory (SET) 
The concept of social exchange provides the theoretical basis for the relationship 
suggested in this study and is commonly used in organizational behaviour and relationships 
of jobs. The fundamental principle of the theory of social exchange is that the relationships 
between individuals are based on a series of interactions between parties in a "reciprocal 
interdependence’ system (Saks, 2006). According to social exchange theory, employees will 
follow the social exchange principle if they perceive personal value in organizations 
(Homans, 1958; Blau, 1964; Zhang et al., 2011). The central argument under the theory of 
social exchange is that if an organization provides at least an offer or something that 
employees will value, they will reciprocate by providing anything that the value of the 
organization in return (Latorre et al., 2016). It can also clarify how employees repay the 
organization in a way that benefits when companies provide their staff with work-related 




tools (Musgrove Findley et al., 2014). Both would agree to broaden the exchange range and 
pace if the trade relationship would provide benefits for both sides. 
In addition, the theory of social exchange treats social life as a series of consecutive 
connections between two or more parties (Mitchell et al., 2012). Under social exchange 
theory, employees are convoluted in an exchange relationship because the predictable 
relationships may be given by others in terms of economics (e.g., product, service and 
knowledge) and social resources (e.g., friendship and reputation) may exchange between 
different parties. Resources are switched through a reciprocity process through which one 
party tends to repay another party's good or bad deeds. Economic exchanges tend to quid 
pro quo and comprise less confidence and more active monitoring, while social exchanges 
tend to end openly and involve greater confidence and flexibility (Cropanzano et al., 2017). 
In the social exchange sight of the job exchange process, it suggested that if an employee is 
satisfied with their job requirements but does not receive adequate job possessions, this 
would be perceived by the employee as an unfair employee-employee relationship or an 
imbalance in professed psychological contract performance that would adversely affect job 
performance (Karasek, 1979; Rousseau, 1995; Siegrist, 1996; Birtch et al., 2016). 
Other than that, the theory of social exchange has further specified that people's 
activities could enhance their social interaction benefits. Individual skills are essential for 
social exchange to develop and maintain social connections with others (Jafar et al., 2019). 
In hospitality industry context, social exchange can be assessed in terms of the expected cost 
benefits of the service they provided (Jiang & Kim, 2015). In the previous study, it was 
pointed out that positive effects on attitudinal and behavioural outcomes of employees when 
supervisors support employees (Kang et al., 2015). According to Blau (1964) theoretical 




framework underlines the critical role of managerial support in the organizational 
commitment, job satisfaction and turnover of front-line hospitality employees. The concept 
of social exchange has been thoroughly explained and provided a fundamental of 
understanding on the role of managers, organizations and employees in the social exchange 
relationship, the extent of the organization's engagement and the organization's commitment 
to the well-being of its employees (Kottke & Shafranski, 1988; Kang et al., 2015).  
The present research applies social exchange theory in this research framework by 
connecting the independent variables (HRM practices) towards dependent variable (job 
performance). The rule of social exchange theory had further explained that the satisfaction 
or dissatisfaction of the employees would result in good and bad job performance when the 
organization failed to follow certain HR practices. In this study, we argue that HRM 
practices creates a sense of obligation for employees to provide excellent services through 
the lens of social exchange theory. As a result, employees reciprocate by displaying positive 
work-related attitudes and behaviours that support service values and organizational goals. 
This can further explain that when organizations adopt certain practices such as fair 
performance appraisal, unbiased compensation and development opportunities will help 
employees to improve their job performance in return. 
2.5.2 Psychological Contract Theory 
The psychological contract between an employee and the organization can be defined 
as the perceived contractual obligations (Rousseau, 1995). This focuses on the idea that 
workers interpret both explicit and implicit commitments of both parties to the exchange 
(Conway & Briner, 2005). It is important for the work exchange as it represented the values, 
aspirations and opinions of the worker about the degree to which the shared responsibilities 




between an employee and employer are fulfilled. It has been illustrated in a wide range of 
job performance, organizational participation, and organizational citizenship behaviour. 
(Birtch et al., 2016). Psychological contract stressed the values and perception of employees 
about the commitments and responsibilities in an employment arrangement between 
employee and employer. It can further clarified that employee from understandings about 
the inducements and services (e.g. pay, benefits, training and development, performance 
appraisals, employee engagement, social security practice) they earned from employers for 
their work effort and contributions and was attributable to their engagement exchange 
consisted of tangible and intangible components which reflected short-term transactional 
inducements and long-term relation aspects of the exchange respectively (Rousseau, 1995; 
Birtch et al., 2016).  
The theory of psychological contracts notable two characteristic forms of 
psychological contracts in labour relations, namely transactional and related psychological 
contracts (Lu et al., 2016). A transactional contract is typically narrow focused on financial, 
economic, and materialistic emphasis (Millward & Hopkins, 1998; Raja et al., 2004) where 
relational psychological contracts are based on a long-term relationship of employment that 
focuses on intrinsic non-monetary characteristics such as loyalty, support, confidence, job 
security and career development (Rousseau, 1990; Hui et al., 2004). According to the 
psychological contract theory, employees would gradually view their psychological contract 
as being infringed by the company when the employees considered their position in the 
organization to be more vulnerable (Lopez Bohle et al., 2017). A positive psychological 
contract usually reflected in high commitment HR practices resulting in high employee 
satisfaction and a suitable behavioural response (Latorre et al., 2016). Past studies have 
indicated that fulfilment of positive psychological contract will bring impact on employee 




reactions (Li et al., 2016; Vander Els et al., 2016). Higher satisfaction indicated a positive 
relationship and commonly accepted that happiness and commitment were linked to a 
fulfilled psychological contract. Therefore, in carrying out their work roles, psychological 
contract influenced the perceptions and cognitions related to the obligations of the employee 
in relation to them. 
In the current study, psychological contract theory governs HRM practices as 
independent variables towards employee’s job performance as a dependent variable that 
moderated by organizational climate as a moderator. Psychological contract theory explains 
employees’ perceptions of the organizations’ services for their work effort and contributions 
that will impact in delivering their job performance. It can further clarify on how employees 
react when the organization did not fulfil one of the promises made. In this research, a strong 
and positive organizational climate has been applied in moderating the relationship on the 
implementation of HRM practices (e.g., training and development, compensation, 
performance appraisal, employee participation & employment security practice) on 
employee’s attitudes and behaviours in delivering their job performance. Therefore, Table 
2.1 demonstrate the summary of underlying theories that applied in the present study. 






Training and Development ✓  
Compensation ✓  
Performance Appraisal ✓  
Employee Participation ✓  
Employment Security Practice ✓  
Job Performance ✓  
Organizational climate  ✓ 
 




2.6 Gaps in the Literature 
Previous studies on job performance (e.g., task performance and contextual 
performance) mostly studied in the field of manufacturing industry, banking industry or even 
teaching and learning industry on the implementation of job performance toward employees 
(Birkenmeier & Sanseau, 2016; Zeffane & Bani, 2017; Chin, 2018). However, there are 
limited studies that have been focusing on the relationship between HRM practices on job 
performance in the field of hospitality industry especially in 4- and 5-stars hotels. 
Additionally, some researchers also examined on the organizational climate towards 
organizational performance, job satisfaction, leadership style, and employee commitment 
(Khattak et al., 2017; Steers & Lee, 2017; Berberoglu, 2018). 
There are no known studies that have empirically examined organizational climate 
as moderator on the relationship with HRM and job performance (e.g., task performance and 
contextual performance) specifically in the hospitality industry. Past study on organizational 
climate is mainly on the moderating effect between leadership style and employee creativity 
(Khattak et al., 2017). In this research, organizational climate is adopted as a moderator in 
the relationship between HRM practices and job performance in 4- and 5-stars hotels. 
Organizational climate is important for the hospitality industry to improve the effectiveness 
of HR elements, including training for employees’ performance. In this study, organizational 
climate can eventually outline the relationship between the development of HRM practices 
and job performance. Therefore, this study aims to link the gap and determine whether 
organizational climate moderates HRM practices and job performance from the perspective 
of the employees. 
 




2.7 Justification of the Study  
The current theoretical framework suggested that human resource management 
practices should be viewed as independent variables, while job performance should be 
viewed as dependent variables. The result of HRM practices could contribute to strategies 
and improvement of employee job performance. Based on the previous literature finding, 
this study uses HRM practices as independent variables and job performance (e.g., task 
performance and contextual performance) as dependent variable due to the significant and 
major influence of the implementation of the HRM practices towards the development of the 
employee job performance (Tian et al., 2016; Hassan, 2016; Mohammad et al., 2017; Raza 
et al., 2017; Yang et al., 2019).  
Therefore, this conceptual study bridges the relationship between human resource 
management practices (HRM) and job performance. Besides, organizational climate 
moderates the relationship between independent variables and dependent variable are 
measured. 
2.8  Conceptual Framework 
Figure 2.1 as below showed the conceptual framework consists of two main variables 
and one moderator variable for present study. Based on the framework discussed, HRM 
practices are the independent variables which consists of training and development, 
performance appraisal, compensation, employee participation and employment security 
practice were discussed in Section 2.2.1 to Section 2.2.5. Section 2.4.1 and Section 2.4.2 
were discussed on the dependent variable, job performance consists of two dimensions, 
namely, task performance and contextual performance. Finally, the moderator variable, 




organizational climate moderates the relationship between HRM practices and job 










Figure 2.1: Research Framework 











Independent Variables  Dependent Variable 
Human Resource Management 
Practices 
• Training and Development 
• Compensation 
• Performance Appraisal 
• Employee Participation 
• Employment Security 
Practice  
Job Performance 
• Contextual Performance 








2.9 Development of Hypotheses 
A total of 10 hypotheses have been formulated to examine the relationship between 
independent variables, moderator and dependent variables have been formulated and are 















Figure 2.2:  Proposed Model of Organizational climate moderates on Human Resource 
Management Practices on Job Performance  
Human Resources Management Practices 



































2.9.1 Training and Development and Job Performance 
Training and development is an ongoing effort and endeavour aimed at improving 
workers' skills and efficiency. Employees who are well trained can apply their skills and 
updated expertise easily by using their creativity to improve the organization's performance 
(Manzoor et al., 2019; Matthew & Kannan, 2019). The main determination of training and 
development is to provide the workforce with the requisite skills and knowledge to carry out 
the job efficiently and improve their capacity in their work performance (Afsar et al., 2018). 
According to Githinji (2014), it has shown that training can enhance employee engagement 
and work performance. As highlighted by Bozionelos et al. (2020), training and development 
offered by the employer is a resource that will be available to all employees. In short, there 
has been a strong and constructive relationship between training and employee performance. 
Furthermore, studies on Amos and Natamba (2017) has also proven that on-job 
training and development has an optimistic and significant effect on employee job 
performance. Training and development are an integral aspect to increase employees’ 
capabilities and job performance (Carlisle et al., 2019). In the context of hospitality industry, 
past studies have also shown that the influence of training on the performance of employees 
in the hotel industry is important (Du Plessis et al., 2015). As emphasized by Gowrishankkar 
(2017), training and development is an important human resource management (HRM) 
practices in luxury hotel industry. Hotels can see positive outcomes from an effective 
training program on several different levels, as training helps employees acquire knowledge, 
cultivate positive attitudes, and make practical use of what they have learned in real situation 
(Lee & Bugler, 2017). Therefore, training and development can sharply upsurge employee’s 
knowledge and skills and enhanced employee job performance. As aforementioned, the 
following hypothesis is formulated: 




H1: Training and development is positively related to job performance. 
2.9.2  Compensation and Job Performance 
Compensation is in all forms of economic returns and tangible services as well as 
benefits to employees as part of an employment relationship (Milkovich & Newman, 1999). 
Numerous of direct and indirect compensation has been given and implement to ensure the 
maximum utilization of the human capital in the industry (Qureshi & Sajjad, 2015). 
Organization used attractive reward schemes to attract and retain potential employees 
(Thaief et al., 2015). The standard of living, social status, loyalty, motivation, productivity 
and performance depends on the compensation received from the employee. 
Employee job performance can be promoted through performance-linked variable 
pay and also through differentials across the hierarchy between pay levels (Kumar et al., 
2019). It attracts higher performers and gains a better workforce capable of compensating 
for the higher difference if organizations are able to pay higher than market clearing wages. 
Past studies have shown that HRM's high performance in rewards and compensation 
specifically has direct associations with job performance (Katua et al., 2014; Shaukat et al., 
2015). Besides, past experimental study in hospitality literature have also clarified that 
compensation, performance appraisal process, and promotion are correlated with different 
performance dimensions such as job performance (Muchhal, 2014). Compensation is related 
to performance matter towards the employer and employees. Hence, the following 
hypothesis is developed as discussed:  
H2: Compensation is positively related to job performance.  
 




2.9.3 Performance Appraisal and Job Performance 
Performance improvement in the performance appraisal of employees is designed to 
improve individual and organizational quality (Edmonstone, 1996). Past study suggested 
that performance appraisal provides feedback and communication that can signal to 
employees that their supervisors and the organizations that make them feel they are part of 
the organizations are valued (Kampkotter, 2017). Employee performance for organizational 
effectiveness and competitive advantage, organizations are increasingly investing in 
different growth to increase the value of employee job performance. The study by Bhatti et 
al. (2019), organization should adopt performance appraisal system can increase employee 
job performance in order to satisfy the multicultural workforce needs. According to 
Harrington and Lee (2015), effective implementation of the technological performance 
appraisal system may be more acceptable to employees and its impact on employee 
performance due to traditional performance appraisal systems is often ineffective in 
improving employee performance (Smither et al., 2005; Jawahar, 2007; Budworth et al., 
2015). It also found that performance appraisal system is a useful tool to help employees to 
manage the mistakes as a learning opportunity will affects the fulfilment of employees’ 
psychological contract (Sharma & Sharma, 2017; Canet-Giner et al., 2019). 
Performance appraisal is known as employee appraisal, performance review as a 
method by which the job performance of an employee is measured in terms of quality, 
quantity, cost, behaviours and time (Sabiu et al., 2019). Performance appraisal can help 
employees to improve their performance by receiving specific feedback about the need for 
development and continue to excel by receiving positive reinforcement (Somu et al., 2020). 
Feedback given is essential to improve the performance of employees at all levels. The 
reliability of the performance appraisal system is measured by the perceived equality and 




accuracy of the performance appraisal system by the employees (Sharma et al., 2016). 
Besides, effectiveness of the performance appraisal systems depends on justice perceptions 
of employees (Clarke et al., 2013). It was believed that evaluative performance appraisal 
could be characterized as measuring the performance of employees against a set standard of 
their past performance (Ahmed et al., 2019).  Therefore, perceived accuracy to the extent 
where the performance evaluation captures employees’ actual job performance accurately. 
As discussed, the following hypothesis is developed:  
H3: Performance appraisal is positively related to job performance. 
2.9.4 Employee Participation and Job Performance 
Employee participation is seen as one of the key elements in the effective 
implementation of new management strategies to determine the employees’ satisfaction 
(Irawanto, 2015). In turn, it will increase the commitment and job performance of the 
employees. According to Ghani et al. (2016) stated that employment quality as participation 
of employees to achieve organizational objectives. Few past studies have shown that there 
is a positive connection between employee participation and satisfaction that has an effect 
on increasing employee productivity and efficiency (Zhu et al., 2015). Employees' 
participation in decision-making can enhance their innovation by allowing different ideas, 
suggestions and solutions to be integrated (Sawyer, 2006; Wang et al., 2015). Besides, it can 
also give employees of various levels of influence, ranging from formally formed 
committees to growth in the management relationship (Scott-Ladd & Marshall, 2004; Linde 
& Visagie, 2017). Past study revealed that employee participation can lead to high level of 
employee engagement and low level of intention to quit (Benn et al., 2015; Kulachai et al., 
2018). Employee participation could enhance employee performance that indirectly will 




resulted in organization’s productivity (Wohlgemuth et al., 2019). Therefore, organization 
should encourage all employees to be contribute to organizational decision making in order 
to contrivance new development strategies to achieve the organizational goals. As discussed, 
the following hypothesis is formulated:  
H4: Employee Participation is positively related to job performance.  
2.9.5 Employment Security Practice and Job Performance 
Employment security practices can be applied in terms of job safety and financial 
security to help retain trained employees whose beliefs, attitudes and behaviours are aligned 
with the mission of the company to serve the community (Mostafa et al., 2015). If the 
organization fails to provide employees with financial security, employees are expected to 
experience work stress and negative emotional responses that can also impact their work 
performance (Wang et al., 2015). Hence, it is an important element that directly affects 
employees’ satisfaction and level of commitment. High job security is plausible for building 
trust and maintaining a healthy employment relationship to allow employees to feel safe 
from their jobs. The demands of work protection activity draw extremely dedicated workers, 
which contributes to the invention of job performance (Schuler & Jackson, 1987; Diaz-
Fernandez et al., 2015). Past study by Jalalkamali et al. (2016), fair job security declaration 
will help build the work habits of employees. It can also clarify that employee will be 
dedicated, truthful and loyal to their organization if they feel safe towards the organization 
(Imran et al., 2015). In fact, the employees will try to reciprocate by giving more input to 
the organization. In turn, it will increase the level and job performance and satisfaction. The 
following hypothesis is formulated based on the discussion above:  
H5: Employment security practice is positively related to job performance. 




2.9.6 The Moderating Effect of Organizational Climate 
Organizational climate is one of the most important matters regarding organizational 
environment, which has direct relationship with employee behaviours (Berberoglu, 2018).  
Employees establish their mutual beliefs by gathering and processing data about their work 
environment. Organizational climate will surface marginally in HRM practices if employees 
prioritize a higher quality of service (Jiang et al., 2015). Past study has shown a positive 
relationship between HRM practices and organizational climate (Chuang & Liao, 2010) 
where a strong recognition of organizational climate might enable employees to accomplish 
well in delivering superior services (Subramony & Pugh, 2015). According to Wang and Xu 
(2017), HRM practices system has sent a strong and consistent message to workers that 
service quality is highly regarded in the enterprise as all HRM activities are directed and 
delivered to customer services (e.g., learning and improvement of employees, assessment, 
and enhancement of service performance). It would indirectly make employees feel 
compelled to provide, help and reward high-quality customer service, resulting in a mutual 
view of the service environment. Therefore, HRM practices shaped employees’ perception 
of organizational climate by making them to feel supported in achieving high service quality 
of job performance.  
Organizational climate is critical to enhancing the impact of HRM practices, 
including training and development, compensation, performance appraisal, employee 
participation and employment security practices to enhance employee job performance. In 
the sense of hospitality, there are few studies on service environment that predict the attitude 
and behaviours of employees in the workplace (Chen & Kao, 2014; Kang et al., 2018). To 
create a supportive business environment, employees should understand that they will be 
rewarded with quality service and management support for good results. Through creating a 




positive service atmosphere, a lower employee turnover over rate can be improved.  
According to this view, training and development should be applied to improve the skills, 
knowledge and skills needed by the worker to efficiently perform the work. More training 
and development may increase employees' enthusiasm for their jobs. Kang and Busser 
(2018) has recognized the need to match investment capital in employee training with the 
desired business environment. Specifically, Wan and Chan (2013) stated that resources (e.g., 
appropriate training and administrative support practices) should be given to develop, sustain 
and strengthen the service atmosphere which provides an ideal working environment for 
employees and enhances their work performance and prepares them for career progress. 
In addition, the organizational climate is critical for enhancing HR components 
consisting of employee training and employee outcome development in the hospitality 
industry (Salanova et al., 2005). As proven by Lin and Liu (2016), human resource 
management practices can further facilitate organizational climate which will encourage 
employees to achieve superior employees service performance. According to Manning et al. 
(2012) has proven that organizational climate is essential to maximize individual 
contributions to organizational goals. In this way, the workplace service environment may 
boost the capacity of employees to further enhance their work performance. A strong 
organizational climate can ameliorate employee resources to further enhance their job 
performance. Therefore, organizational climate is likely to play an important role in 
moderating the relationship between the development of HRM practices and job 
performance (Ahmed et al., 2019).  Besides, it played a role in promoting the growth of HR 
activities to empower workers to increase their job performance. As aforementioned, 
organizational climate was potentially outlined as an important moderating role in this study. 
It moderated the relationships between HRM practices (e.g., training and development, 




performance appraisal, compensation, employment security practice, employee 
participation) and job performance. The following hypotheses are based on the moderating 
impact of organizational climate in the relationship between human resource management 
practices and job performance.:  
H6: Organizational climate moderates the relationship between training and 
development and job performance.  
H7: Organizational climate moderates the relationship between compensation and 
job performance.  
H8: Organizational climate moderates the relationship between performance 
appraisal and job performance.  
H9: Organizational climate moderates the relationship between employee 
participation and job performance.  
H10: Organizational climate moderates the relationship between employment 











2.10  Summary 
This chapter has covered all the overview of human resource management practices, 
organizational climate and job performance. Overall, there are total of five components of 
human resource management practices have been discussed, namely, training and 
development, compensation, performance appraisal, employee participation, employment 
security practice. Additional discussion covered the moderator role of organizational climate 
together with two components of job performance that consists of task performance and 
contextual performance. Furthermore, this chapter were also discussed on the underlying 
theories, the gaps in the recent literature, justification of the theoretical framework and 
explanation of variables has also been discussed. The research methodology adopted in this 


















This chapter further enlightens the methodology used in this research. This research 
expects to analysis into a model of HRM on the job performance of the employees in 4 to 5 
stars hotels in Sarawak. This section will specifically discuss on the research site, sampling 
design, survey instrument, data collection procedure and statistical analysis methods that 
will be used in this study.  
3.2 Research Site 
The area of the study has been conducted within Sarawak region under this research. 
The hospitality industry was not merely a saying, but it helps to transform the nature and 
culture to our people. The focus of this study was on 4 to 5 stars hotels within Sarawak region 
because it is the new research study sites in Sarawak which can truly investigate on 
employees’ perspectives in hospitality industry where our Malaysia government has strong 
initiatives by aiming to get the talented people in the hospitality industry with knowledge on 
the environment (NewsDesk, 2018).  
Data were collected from executive level employees under 4- and 5-stars hotel in 
Kuching, Miri, and Sibu in Sarawak, Malaysia. One of the reasons that these three cities 
were selected in this study is these cities were listed as the top three largest cities by 
TripAdvisor 2019. Secondly, Kuching, Miri and Sibu shown the availability of 4- and 5- 
stars hotels. According to Ministry of Tourism, Arts and Culture (MOTAC), Kuching has 




five 4- and 5-star hotels in total, while Miri has seven 4- and 5-star hotels in total, and Sibu 
has just one 4- and 5-star hotel. Thirdly, management of luxury hotels have sufficient 
financial capacity and manpower to implement a broad range of practices whereas budgeted 
hotels have limited capabilities to provide enough training and opportunities for the 
development of employee’s job performance. 
3.3  Sampling Design 
The target population of this study is the 4- and 5-star hotel located in Kuching, Miri 
and Sibu in Sarawak. All selected hotels were luxury hotels where it provides a luxurious 
accommodation experience to the guests. The service qualities provided by the employees 
were excellent and effective. Luxury hotels have enough budget to provide the employees 
training and development in order to increase the job performance and provide career 
development. The sampling frame consists of all the 4- and 5-stars hotels listed by Ministry 
of Tourism, Arts and Culture (MOTAC).  
According to Ringle et al. (2018) has proposed that power analyses should be 
performed in determining the sample size. In this study, the minimum sample size was 
estimated by using a G*Power Model based on G*Power 3.1.9.4 software. G*Power is a 
stand-alone power analysis program for statistical tests which commonly used in social, 
behavioural, and biomedical services (Faul et al., 2009). According to Cohen (1988), power 
should be at least 0.80 and high power (> 0.80) shows that the relationships between the 
constructs still occur when the statistical tests generate accurate results. As shown in Figure 
3.1, a sample size of 123 (N=123) is needed to achieve a statistical power of 0.80, assuming 
5% significance level and the 0.15 effect size.  





Figure 3.1: Results of G*Power Analysis 
The samples of this study were being selected using purposive sampling which 
known as a specific type of non-probability sampling method that relies on data collection 
from population who are convenient to participate in this study. The unit of the analysis for 
this study is executive level employees at 4- and 5- star hotels and the targeted respondent 
were the executive level employees who worked in the organizations. From the majority 
selection list of 4- and 5-stars hotels, samples were selected on the executive employees in 
4 to 5 stars hotels in Kuching, Miri and Sibu. Executive level employees were chosen in this 
study as the executive level of employees undergo HRM practices implemented by 
hospitality organizations. 
 




3.4 Research Questionnaires 
For data collection, a standardized research questionnaire which consisted of 52 
questions was being used in this study. The questions were developed in the version of 
English and are understandable and concise. The questionnaire was divided into four 
sections as show in Table 3.1 Section A covered seven measures relating to respondents' 
demographic information. Section B comprised 29 indicators for assessing HRM practices. 
Section C consisted of 5 indicators for measuring the organizational climate. Lastly, Section 
D consisted of 10 measures to measure job performance with five measures to measure task 
performance and another five measures to measure contextual performance. 
Table 3.1: Summary of Questionnaire 
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Table 3.1 continued 















































































In fit with the context of hospitality, all the steps used in this analysis were taken 
from previous studies with slight modifications. For tapping the response, a 7-point Likert 
scale has been adopted. The ranking scale of "1" in "Strongly Disagree," "2" in "Disagree," 
"3" in "Slightly Disagree," "4" in "Neutral," "6" in "Agree" and "7" in "Strongly Agree" The 
following subsections identify the indicators covering this study's demographic information 
and all its constructs. 




3.5.1 Demographic Information 
Section A of the questionnaire comprised seven questions relating to the respondents 
' demographic and personal information. In the current organization, respondents were asked 
for their gender, age, marital status, ethnicity, level of education, and number of years 
employed. 
3.5.2 Human Resource Management (HRM) Practices  
The scale of HRM consists of 29 items were mainly adapted from Ong and Kah 
(2018), and Quansah (2013). In Section B, respondents were required to evaluate their HRM 
practices in terms of training and development, compensation, performance appraisal, 
employee participation and employment security practice on a 7-point Likert scale (1 = 
strongly disagree, 7 = strongly agree).  
3.5.3 Organizational climate 
5 items developed by Schneider et al. (1998) and subsequently adapted by Chang 
(2016) to assess the organizational climate integrated in Section C of the questionnaire. The 
scale of 5 items was designed to calculate the moderating impact of HRM practices on job 
performance as a organizational climate. The scale was also rooted on a -point Likert scale 
(1 = strongly disagree, 7 = strongly agree). 
3.5.4 Job Performance 
Items adapted to measure job performance were from Borman and Motowidlo 
(1997), Alibegovic et al. (2009) and Bhargkavi (2016), which incorporated in Section D. In 
this study, subjective measures were used to measure the job performance from two 
perspective: task and contextual performance. For this study, objective performance data are 




generally can be obtained without any specific result of employees’ job performance. 
Therefore, subjective performance measures are an approach which found to be more 
appropriate. 
3.6 Pre-test 
Following the development of the draft questionnaire, a pre-test was conducted prior 
to the main survey. The aim of performing pre-testing is to verify if there are any 
inconsistencies or mistakes in the questionnaire to ensure the respondents clearly understand 
the questions and instructions. 
Ten executive level employees in 4- to 5-star hotels pre-tested the questionnaire. 
These respondents were asked to go through the questionnaires during the interview process 
and offered their comments on the survey instruments. Several items were carefully 
overhauled and updated based on their feedback. The comments the respondents got are 
listed in Table 3.2 In the pre-test process, the ten respondents and their answers were not 
included in the final survey. 
Table 3.2: Outcomes of Pre-test 
Section and Question 
Items 
Comment 1 Comment 2 Changes Made 
Section B 
Q18. My communication 
and working relationships 
with co-workers have 
improved. 
Make it more 
standardized on 
specific terms. 
Suggested to add 






improved due to 
training 
programmes. 




Table 3.2 continued 
Section C 
Q40. Employees are 
provided with resources 
to support the delivery of 
quality work and services. 




and specified what 
resources have 
been provided to 
the employees 
40. Employees are 
provided with tools, 
technology and 
other resources to 
support the delivery 
of quality work and 
services. 
Section D 
Q43. I complete all duties 





suggested to add 
on in the question 
43. I proficiently 
complete all duties 
central to the job. 
 
3.7 Data Collection Procedures 
 Data were obtained using survey and questionnaires which were self-administered. 
Firstly, a pre-test was performed to improve the validity of the content, with the participation 
of ten employees from 4- and 5-star hotels. Section 3.2 includes more information about the 
pre-test process. The feedback received from the respondents in the questionnaires pre-test 
were updated, finalized, and used for data collection in the main survey.  
Secondly, persons in charge of 4- & 5-star hotels in Kuching, Miri and Sibu were 
contacted. The selection of respondents was on executive level of employees who worked 
in 4- and 5-stars hotels at Kuching, Miri and Sibu. Thirdly, questionnaires were emailed and 
distributed to executive employees in the organizations. To mitigate the possibility threat of 
common method bias, several measures have been suggested by Podsakoff et al. (2003) as 
the respondents were informed that there was no correct or incorrect response to the 
questions, anonymity and confidentiality of their knowledge, the data was recorded in total 
and used only for research purposes. To ensure an adequate number of questionnaires 
returned, the large number of questionnaires was given out. A total of 200 questionnaires 




have been distributed and 171 questionnaires have been returned, providing a response rate 
of 85.5%. 
3.8 Statistical Analysis 
The information was evaluated using various statistical processes using the Statistical 
Package for Social Sciences (SPSS) for user of Microsoft Windows and WarpPLS 7.0 
software. First, to conduct preliminary information and descriptive statistical analysis, SPSS 
version 26.0 was used. Next, the factor analysis and reliability analysis were used to 
determine the accuracy of the measure. Finally, the PLS-SEM assessment was carried out 
using WarpPLS 7.0 software in this research. More details regarding these statistical 
analyses are discussed in the following sections.  
3.8.1 Preliminary Data Analysis 
 The data need to go through preliminary data analysis before further statistical 
analyses to guarantee the quality of the outcomes. In this research, all data were tested and 
validated using SPSS 26.0 preliminary data analysis. Specifically, missing data, suspicious 
patterns of reaction, normality of knowledge and specific process bias were evaluated. The 
first step in the preliminary analysis of the data was to identify the missing information. An 
individual case or observation will be excluded from the data set if its missing information 
reaches 15% or if multiple answers are lacking in one structure (Hair et al., 2014). First, 
missing information patterns should be recognized to determine the most appropriate 
imputation technique for missing values. There are three kinds of missing information which 
consists of missing completely at random (MCAR), missing at random (MAR), and missing 
at non-random (NRM) (Little, 1988). According to Mooi et al. (2018), there are few methods 
to handle various kinds of data that are lacking. For MCAR, if less than 10% of values are 




missing, or if more than 10% of values are missing, separate imputations will be used with 
m = 5. For MAR should be used multiple m = 5 imputations. Deletion from the list should 
be used for NRM, and any limitations resulting from the missing data should be 
acknowledged. 
 Consequently, patterns of suspect reaction were evaluated. According to Hair et al 
(2014), There are two types of suspicious reaction patterns which consist of straight lining 
and incoherence. Straight lining refers to a response pattern in which a respondent selects 
the same answer for several queries, whereas incoherence refers to a response pattern in 
which a respondent gives a specific answer to similar questions (Hair et al., 2014). Straight 
lining and inconsistency may typically arise in the situation where the respondents don't pay 
much attention in their survey or are completely uninterested or inspired to take part in the 
survey. For exclusion from the data set, the finding with straight lining or inconsistency 
responses should be considered because it could be a serious outcome for the quality of the 
data (Mooi et al., 2018). 
 The next stage will be to test the normality of the results. Though normality problems 
with PLS-SEM are considerably less severe due to their non-parametric nature, normality 
still needs to be assessed (Hair et al., 2014). According to Pallant (2007), the values of 
skewness and kurtosis indicate the normality of the data distribution. Skewness is a statistical 
measure of the symmetry of a data distribution while kurtosis is a statistical measure of the 
data distribution 's comparative peak. Information distribution is absolutely natural if the 
skew and kurtosis values are zero, but this scenario is unlikely to occur particularly in social 
science studies (Pallant, 2007; Hair et al., 2017) As mentioned by Hair et al. (2017), the 
values of skewness and kurtosis greater than +1 or less than -1 are appropriate.   




The final step of the preliminary data analysis was to check for common method 
variance. Common distortion of the method is a potentially serious bias that can undermine 
the real link between the constructs and is more likely to occur when the data is collected 
from a single informant survey (Podsakoff et al., 2003). Based on the suggestion by 
Podsakoff et al. (2003), multiple steps were taken to mitigate common bias in the process 
prior to data collection. Using Harman's single factor test and the maximum collinearity 
variance inflation factor (VIF), the results were further analysed after data collection for 
prevalent process bias (Kock & Lynn, 2012; Podsakoff et al., 2003). 
3.8.2 Descriptive Statistics 
Descriptive statistics perform as a summary instrument that describes the 
fundamental data characteristics of a research. The data gathered was summarized and 
displayed in a straightforward type of graphical analysis. The present research was calculated 
with frequency, proportion, mean, and normal information deviation. For calculating and 
describing the demographic information of the respondents, frequency and percentages were 
used. The information involves age, gender, level of education, monthly earnings, ethnic 
group, and marital status, ethnic, education level, number of years been worked in current 
organization and job position. The means were used to evaluate respondents' average ages 
and the standard deviation is the average distribution scores. Ultimately, the findings of the 
descriptive statistics indicate the context of the respondents. 
3.8.3 Partial Least Square (PLS) 
Partial least square (PLS) is a common modelling, discrimination and classification 
method combining component analysis characteristics and various regressions and is 
comparatively helpful in predicting a set of dependent variables from a wide range of 




independent variables (Wold, 1985; Chin, 1998; Abdi, 2003). According to Chin (1998), 
PLS is regarded an alternative modelling technique for structural equations. PLS was first 
created by Wold (1966, 1982) to analyse data on econometrics and was then used on 
information technology (Fornell, 1982; Bollen, 1989; Vinzi et al., 2008), management 
(Wang, Lo & Yang, 2004), education and advertising (Fornell, & Bookstein, 1982).  
PLS path modelling also recognized as a statistical strategy for modelling 
complicated multivariable interactions between observed (dependent variables) and latent 
variables (independent variables) (Gefen et al., 2000; Esposito Vinzi et al., 2010). PLS was 
considered a suitable method for this analysis since this study's research objective is 
prediction. In addition, it is also prepared to obtain a high degree of statistical strength when 
estimating a complex research model with several constructs and measures, and to estimate 
the research model without specific sample size and normality assumptions (Hair et al., 
2017; Matthews et al., 2018; Ringle et al., 2018).  
The main advantage of PLS is to solve a complex set of research models in which 
the indicators are large, and to model the relationships between the indicators and latent 
variables in various models (Chin & Newsted, 1999). PLS also analyses the measurement 
model with its respective indicators such as the outer model and the relationship between 
independent variables to dependent variables (inner model) (Fornell & Bookstein, 1982; 
Chin, 1998; Ringle et al., 2005). In this study, a two-step approach was completed to the 
PLS-SEM (Anderson & Gerbing, 1988; Henseler et al., 2009; Hair et al., 2014).  The first 
step was the evaluation of the measurement model where CFA was used to ensure the 
reliability and validity of the measurements model. In assessment of measurement model, 
the research model is measured and analysed through indicator reliability, internal 




consistency reliability, convergent validity and discriminant validity. The second step after 
the measuring model was developed was the structural model evaluation in which the 
hypothesized relationships between constructs were tested (Hair et al., 2017). In evaluation 
of structural model, the research model is analysed through path coefficients, effect size (f2), 
coefficients of determination (𝑅2) and predictive relevance (Q2).  
WarpPLS 7.0 is the software that employed in this study. WarpPLS is a SEM 
software package that is unique not only because of its factor-based SEM method, but also 
because it provides the most detailed collection of features in comparable SEM applications. 
Such capabilities include a comprehensive range of fit and consistency indexes models as 
well as different coefficients that can be included in a variety of tests such as full collinearity 
variance inflation factors that used in multicollinearity and common method bias tests (Kock, 
2019).  
3.8.4 Measurement Model 
The model of measurement (also known as CFA) is the relation between 
measurements and constructs. The measurement model evaluation aims to test the reliability 
and validity of the measurements and buildings. Both constructs are evaluated by reflective 
measures in this research and therefore the reliability of the indicator is evaluated in terms 
of reliability and internal consistency, while convergent validity and discriminating validity 
are evaluated in terms of validity (Sarstedt et al., 2014; Hair et al., 2017). The following 
sections are presented the details of the criteria.  
3.8.4.1 Indicator Reliability 
The reliability of the indicator shows how much of a measure's variance can be 
explained by the construct (Götz et al., 2010). This is measured on the basis of the steps' 




outer loadings. The outer loads will vary from 0 to 1, with higher outer loads suggesting 
greater reliability (Hair et al., 2014). For indicator reliability to be developed, the outer 
loadings of the measures should be more than 0.70 (Hair et al., 2017). Measures with outer 
loads between 0.40 and 0.70 should be analysed, and the effects of eliminating these 
measures on composite reliability (CR) and average extracted variance (AVE) should be 
studied. If the CR and AVE have risen since these measures have been removed, the 
measures given should be removed; otherwise, the measures provided should be retained 
(Hair et al., 2014). 
3.8.4.2 Internal Consistency Reliability 
Internal consistency assesses whether coherent outcomes or comparable scores are 
produced by measures measuring the same structure (Hair et al., 2017). Cronbach's alpha is 
the most frequently used coefficient for assessing reliability of internal consistency. 
Nevertheless, researchers believed that Cronbach alpha could overestimate or underestimate 
reliability (Hair et al., 2014). The researchers recommended composite reliability (CR) over 
Cronbach's alpha, as a measure of internal consistency reliability. According to Garson 
(2016), CR produces higher real-reliability figures. The suggested cut-off in composite 
reliability is similar Cronbach’s alpha. All the composite reliability and Cronbach's alpha 
range from 0 to 1, and the values for these reliability coefficients should be higher than 0.70 
but lower than 0.95 to determine internal consistency efficiency (Hair et al., 2017). 
3.8.4.3 Convergent Validity 
Convergent validity involves the correlation level between the measurements of the 
same structure (Hair et al., 2014). The extracted average variance (AVE) is a common 
indicator used to test the convergent validity. A common convergent-validity criterion is that 




AVE values should be equal to or greater than 0.50 (Fornell & Larcker, 1981; Kock & Lynn, 
2012). An AVE value above 0.50 shows that the structure can explain at least 50 per cent of 
the average variance of its element (Chin, 1998; Hair et al., 2017). AVE less than 0.50 is not 
appropriate because the error variance is greater than the variance described (Götz et al., 
2010). 
3.8.4.4 Discriminant Validity 
Discriminant validity refers to the degree to which non-theoretically interrelated 
structures are legitimately separate from one another (Hair et al., 2014). This determines if 
a construct has the greatest relation with its respective measures (Hair et al., 2017). The 
Fornell-Larcker criterion for discriminant validity is the most widely used evaluation 
criteria. This criterion indicates that discriminating validity is defined if the square root of 
AVE is greater than any of the inter-construction correlations for each structure (Fornell & 
Larcker, 1981). 
3.8.5 Structural Model 
The structural model represents the relationships between the constructs within the 
research model. The structural model assessment aims at evaluating the hypothesized 
relationships between the structures and the predictive capacity of the research model. The 
estimation of path coefficients, the effect size 𝑓2, the coefficient of determination 𝑅2, and the 
predictive relevance 𝑄2 were involved in the structural model assessment. Within the 
following sections these criteria will be explored further.  
 
 




3.8.5.1 Path Coefficients 
 The path coefficients account for the estimated path relationships between the 
constructs (Hair et al., 2014). The negative number path coefficient ranges from -1 to +1 
refers to the negative relation and the positive number refers to a positive relationship. In 
other words, if the path coefficients are close to -1, a strong negative relationship; no 
relationship between the constructs when it is 0; and a strong positive relationship between 
the constructs when it is close to +1. 
3.8.5.2 Effect Size (𝒇𝟐) 
Effect Size (𝑓2) is used to measure the exogenous structure's major impact on an 
endogenous structure. It represents the potential of the relationships of the constructs. 
Reporting effect size is crucial because in some cases the interaction between an exogenous 
structure and an endogenous structure is statistically important, yet its impact may be too 
small to attract managerial attention (Kock, 2014). Generally, the impact sizes of 0.35, 0.15 
and 0.02 are considered to be high, medium and low respectively (Cohen, 1988; Hair et al., 
2017). 
3.8.5.3 Coefficients of Determination (𝑹𝟐) 
Coefficients of Determination (𝑅2) is a determinant of model predictive accuracy 
and the combined effect of all exogenous constructs on endogenous structures (Hair et al., 
2017). This represents the ratio of complete variation in the endogenous structure described 
by all associated exogenous structures (Hair et al., 2018; Ringle et al., 2018). According to 
Falk and Miller (1992), the 𝑅2 should be at least 0.10 to be significant for data interpretation. 
A 𝑅2 value below 0.02 means that the cumulative effect of the exogenous constructs on the 
endogenous constructs is too small. Therefore, it should be assumed that the model will be 




reviewed again (Cohen, 1988; Kock 2014). The 𝑅2 value of 0.19 is considered to be low, 
0.33 is considered to be moderate, and 0.67 is considered to be important (Chin, 1998). 
Besides, Hair et al. (2017) proposed that the 𝑅2 values of 0.75, 0.50, and 0.25 should be 
graded as important, moderate, and low.  
3.8.5.4 Predictive Relevance (𝑸𝟐) 
The 𝑄2 value of Stone-Geisser is used to evaluate the research model's predictive 
significance and can be obtained using PLS blindfolding procedure (Geisser, 1974; Stone, 
1974; Kock & Gaskins, 2014; Kock, 2015). A model with more than zero 𝑄2 value (Q2 > 0) 
is considered to be a model with predictive significance. The greater 𝑄2 value shows the 
model's greater predictive significance (Hair et al., 2014). In instance, the 𝑄2 values of 0.02, 
0.15, and 0.35 indicate low, moderate, and strong predictive significance respectively (Chin, 
1998; Cohen, 1988; Henseler et al., 2009; Hair et al., 2017). 
3.9 Summary 
This chapter has focused on the methods of research and statistical analysis used in 
this study. Qualitative testing has been used to collect primary data from the respondents and 













4.1  Introduction 
This chapter presents the results of analysis of the statistical data. Preliminary 
analyzes of data are carried out before evaluating the constructs and their measures. Next, it 
explains the respondents' demographic information and followed by the results of the 
structural model and measurement model based on WarpPLS 7.0. The results of the test 
hypotheses and a description are given in the later part and this chapter ends with a summary. 
4.2 Profile of Respondents 
A total of 200 questionnaires were distributed to 4- and 5-stars hotels in Sarawak, 
Malaysia. Out of 200 distributed questionnaires, 176 were returned, and 5 responses were 
discarded due to excessive missing data. The remaining sample size for the hypothesis 
testing were 171, indicating 85.5% of response rate. The respondents’ characteristics are 










Table 4.1: Demographic Profile of Respondents 










Age Below 20 years old 
21 to 30 years old 
31 to 40 years old 
41 to 50 years old 
51 to 60 years old 





































Education Level High school or below 
Diploma 













Number of years 
worked in current 
organization 
Less than 1 year 
Between 1 to 3 years 
Between 4 to 6 years 
Between 7 to 9 years 












It obtained a sample of 171 respondents. As can be seen, the majority of respondents 
were female (61.4%), while 38.6% of respondents were male. Many respondents were 
between the ages of 31-40 (47.4%) and those between the ages of 21-30 (32.2%) followed 
by those between the ages of 41-50 (16.4%) and those between the ages of 51-60 (2.3%) 
respectively. Only 1.8% of the respondents were aged above 60 years old. This figure may 
imply a tendency that the employee involvement is getting less and lesser when they get 
older. Human resource management practices are crucial by transferring knowledge and 
practices among the employees.  




Besides, 122 respondents were single (71.3%) and married (28.7%). In term of 
ethnicity, the majority respondents were Chinese (122 respondents or 71.3%), followed by 
Malay (19 respondents or 11.1%), Iban (17 respondents or 9.9%), Indian (10 respondents or 
5.8%) and the remainder were Kadazan (3 respondents or 1.8%). The highest level of 
education attained by most respondents in terms of education level was a degree or 
professional qualification for 68.6% of the total sample, followed by diploma (16.4%) and 
master (14.6%). 
Furthermore, 97 respondents, or 56.7%, served in their organizations for 1 to 3 years. 
29 respondents or 17.0% of the respondents served less than 1 year, 27 respondents or 15.8% 
served for 4 to 6 years, 15 respondents or 8.8% worked for 7 to 9 years and just 3 respondents 
or 1.8% worked in their organizations for more than 10 years. 
4.3 Descriptive Statistics of Variables 
As shown in Table 4.2, the summary of the mean and standard deviation (SD) for the 
main variables were analysed based on 171 valid responses. The respondents were required 
to specify their levels of agreement or disagreement with statements regarding the items 
mentioned for the HRM practices, organizational climate and job performance variables. In 
summary, most of the standard deviations for the main variables were more than 1.0. The 
lowest score recorded was 0.86 (employment security practice) and the highest score was 
1.23 (training and development). The statistical results also presented that the mean level of 
employment security practices recorded the highest value, 5.29, revealing that most of the 
respondents agreed with the construct of employment security practice. The standard 
deviation for employment security practice was 0.86, demonstrating that few respondents 
had different opinions on employment security practice. The second highest mean value was 




organizational climate, 5.28, with the standard deviation of 0.90. While, the third highest 
mean value was job performance, 5.13, with the stand deviation of 1.12. 
Table 4.2: Summary of the Means and Standard Deviation (SD) of Main Variables 
Main Variables Mean Standard Deviation (SD) 
Training and Development 4.84 1.23 
Compensation 4.86 1.22 
Performance Appraisal 4.87 1.08 
Employee Participation 4.98 1.07 
Employment Security Practice 5.29 0.86 
Organizational climate 5.28 0.90 
Job Performance 5.13 1.12 
Note: Scale used 1 = Strongly Disagree, 7 = Strongly Agree 
4.4 Assessment of Measurement Model 
Assessment of the measurement model includes evaluating the definitions and 
measurements' reliability and validity. The reliability of the indicator, internal consistency 
reliability, convergent reliability, and discriminant validity were subsequently evaluated. 
The findings of the discriminant validity are shown in Table 4.2. Specific details about these 











Table 4.3: Summary of Construct Reliability and Validity 





















0.633 0.912 0.884 












0.615 0.906 0.875 
Performance 
Appraisal 










0.577 0.891 0.853 
Employee 
Participation 
























0.603 0.883 0.834 
Organizational 
climate 










0.614 0.888 0.842 
Job 
Performance 


















0.670 0.948 0.937 
Note: AVE = Average Variance Extracted, CR = Composite Reliability 




4.4.1 Indicator Reliability 
Indicator reliability was assessed using factor loadings. The recommended internal 
consistency value is greater than 0.50 (Anderson & Gerbing, 1988; Bagozzi et al., 1991) or 
more than 0.70 (Chin, 2010; Hair et al., 2014). As shown in Table 4.2, all factor loadings 
were found greater than 0.50, with factor loadings exception of EP2 and JP1. Based on the 
above criteria, the researcher evaluated the measurement model and discarded a total of 2 
items because of low loadings. In this study, factor loadings were found greater than 0.50 
have achieved a satisfactory level and the validity of the construct was confirmed. Hence, 
this measure was excluded from further analysis.  
4.4.2  Internal Consistency Reliability 
Reliability of internal consistency was assessed by composite reliability (CR) and 
Cronbach's alpha. In discussions of internal consistency reliability, the value of CR and 
Cronbach's Alpha was suggested higher than 0.70 and below 0.95 (Hair et al., 2017). The 
results of reliability testing on internal consistency are shown in Table 4.2. As can be seen 
in this study, all CR values are above 0.70 and below 0.95. This has also been found that the 
Cronbach’s alpha values of all constructs exceed 0.70 and below 0.95. Taken together, the 
findings confirm the internal consistency of the measurement model. 
4.4.3 Convergent Validity 
If AVE is greater than 0.50 (Fornell & Larcker, 1981; Chin, 2010; Hair et al., 2017), 
convergent validity is achieved. The value of AVE above 0.50 means that at least 50% of 
the variance of its item can be explained by the construct (Chin 1998). As shown in Table 
4.2, all AVEs reached the threshold value of 0.50, ranging from 0.577 to 0.670 respectively. 




The results established the fact that there is adequate convergent validity in the measurement 
models. 
4.4.4  Discriminant Validity 
Discriminant validity represents how distinct a construct is from any other model 
construct (Chin, 1998; Hair et al., 2017). Within this analysis, the Fornell-Larcker test was 
used to assess discriminant validity. Table 4.3 summarizes the outcomes of discriminant 
analyses using the Fornell-Larcker criterion. The square root of AVE was found to be higher 
than its correlations with other constructs for each construct represented in bold values in 
the model, which means that discriminating validity was developed. 
Table 4.4: Discriminant Validity of Constructs 
 TD Comp PA EP ESP OC JP 
TD 0.796       
Comp 0.129 0.784      
PA 0.013 0.115 0.760     
EP 0.070 -0.015 0.038 0.789    
ESP -0.073 -0.005 0.092 0.061 0.776   
OC -0.104 0.177 -0.084 0.146 -0.060 0.783  
JP 0.150 -0.090 0.019 0.155 0.051 -0.021 0.818 
Notes: Diagonals (in bold) represent the square root of the average variance extracted while the other entries represent 
the correlations. TD represents training and development, Comp represents compensation, PA represents performance 
appraisal, EP represents employee participation, ESP represents employment security practice, OC represents 
organizational climate and JP represents job performance.  
 
4.4.5 Full Collinearity 
Before testing the structural model, full collinearity, also known as multicollinearity, 
was evaluated too. To determine full collinearity in the model, average block variance 
inflation factor (AVIF) and average full collinearity VIF (AFVIF) were recommended 
(Kock, 2011; Kock & Lynn, 2012). As recommended by Kock (2017), both AVIF and 
AFVIF values should be equal to or below 3.3 to demonstrate that the model does not present 




a full collinearity issue. In this analysis the AVIF value was 1.191, while the AFVIF value 
was 1.382. All AVIF and AFVIF were found to be less than the cut-off value of 3.3. Taken 
together, these findings have shown that full collinearity is not a problem in this analysis. 
4.5 Assessment of Structural Model 
The model of measurement was found to be satisfactory using a number of 
assessment criteria as seen in section 4.3. The next step was a structural model assessment 
involving the testing of hypotheses and the evaluation of the predictive capabilities of the 
model. This evaluated the importance of the path coefficients, the impact size f2, the decision 
coefficient R2 and the predictive relevance Q2. Those assessment requirements are further 
defined in the following sections. 
4.5.1 Effect Size (f2) 
 There are four constructs were found to be small that ranged in 0.101, 0.026, 0.026, 
and 0.022 respectively (Cohen, 1988). As can be seen in Table 4.5, effect sizes range from 
weak (0.003) to small (0.101) across all constructs.  
Table 4.5: Effect Size 
Hypotheses Relationship f2 Inference 
H1 Training and Development -> Job 
Performance 
0.101 Small 
H2 Compensation -> Job Performance 0.011 Weak 
H3 Performance Appraisal -> Job 
Performance 
0.007 Weak 
H4 Employee Participation -> Job 
Performance 
0.026 Small 
H5 Employment Security Practice -> Job 
Performance 
0.018 Weak 
H6 Organizational climate*Training and 
Development -> Job Performance 
0.006 Weak 
  




Table 4.5 continued 
 
4.5.2 Coefficient of Determination (R2) 
The model's predictive accuracy was calculated using the coefficient of 
determination (R2). As suggested by Falk and Miller (1992), the R2 values were significantly 
higher than 0.10, and therefore further analysis of data was considered important. Following 
the thumb rule suggested by Hair et al. (2017), job performance (R2 = 0.214) was found to 
have a weak R2 in this study as shown in Figure 4.1. This has demonstrated that this study's 
HRM practices as independent variables are capable of describing 21.4% of the 
interpretation variation against job performance. 
4.5.3 Predictive Relevance (Q2) 
The model's predictive relevance was evaluated using comparison to the Q2 value of 
Stone-Geisser (Geisser, 1974; Stone, 1974). Job performance was found to have a Q2 value 
of 0.240 in this study. Given that the Q2 values were substantially more than zero, the model 
was confirmed to have predictive relevance (Hair et al., 2017). In particular, the model was 
found to be of medium predictive relevance under rule of thumb (Chin, 1998; Hair et al., 
2017; Henseler et al., 2009). This has indicated that HRM practices do have predictive 
abilities over job performance as independent variables. 
 
H7 Organizational climate*Compensation -> 
Job Performance 
0.026 Small 
H8 Organizational climate*Performance 
Appraisal -> Job Performance 
0.003 Weak 
H9 Organizational climate*Employee 
Participation -> Job Performance 
0.005 Weak 
H10 Organizational climate*Employment 
Security Practice -> Job Performance 
0.022 Small 




4.5.4 Hypotheses Testing  
In this study, a total of ten hypotheses were proposed to address the research 
questions that presented in Chapter 1. Out of ten hypotheses, five hypotheses (H1-H5) 
explore the direct relationships between HRM and job performance while another five 
hypotheses (H6-H10) investigate the moderating impact of organizational climate (OC) on 
HRM-job performance relationships. All proposed hypotheses were tested using WarpPLS 
7.0 software. Figure 4.1 and Table 4.4 display the results of testing hypotheses which include 
the path coefficients and the p-value. Four hypotheses were considered to be significant at a 
level of significance of 0.05, which are H4, H5, H7 and H10. One hypothesis was found 
significant level of 0.001, which is H1. More details about the findings can be found in the 
following sections. 
Figure 4.1: Results of the Path Analysis 




Table 4.6: Summary of Path Coefficients, Standard Error, T-Value and Hypotheses 
Testing 
Note: *p < .05, **< .001 
TD represents training and development, Comp represents compensation, PA represents performance appraisal, EP 
represents employee participation, ESP represents employment security practice, OC represents organizational climate 
and JP represents job performance. 
 
4.5.4.1 Direct Relationships 
Five hypotheses have been proposed to investigate the direct relationship between 
HRM and job performance. HRM has been divided into five dimensions that consists of 
training and development, compensation, performance appraisal, employee participation and 
employment security practice. Specifically, hypothesis 1 (H1) suggests that there is a 
positive relationship between training and development (T&D) and job performance. The 
findings showed that the relationship between T&D and job performance was positive and 
relevant, at a significance level of p <.001. Thus, H1 was supported. Hypothesis 2 (H2) 
suggests that there is a positive relationship between compensation and job performance. 
Hypotheses Relationship β Std 
Error 
t-value p-value Decision 
Direct Relationships 
H1 TD -> JP 0.319 0.072 4.461 <0.001*
* 
Supported 
H2 Comp -> JP -0.086 0.075 -1.152 0.126 Not 
Supported 
H3 PA -> JP 0.097 0.075 1.294 0.099 Not 
Supported 
H4 EP -> JP 0.160 0.074 2.164 0.016* Supported 
H5 ESP -> JP 0.162 0.074 2.196 0.015* Supported 
Moderating Effects of Organizational climate 
H6 OC*TD -> JP -0.073 0.075 -0.968 0.167 Not 
Supported 
H7 OC*Comp -> 
JP 
0.157 0.074 2.122 0.018* Supported 
H8 OC*PA -> JP -0.054 0.076 -0.717 0.237 Not 
Supported 
H9 OC*EP -> JP -0.077 0.075 -1.019 0.155 Not 
Supported 
H10 OC*ESP -> JP 0.154 0.074 2.079 0.020* Supported 




However, the results showed that the relationship between compensation and job 
performance was not significant with a path coefficient of -0.086 (p = 0.126). Thus, H2 was 
not supported. Hypothesis 3 (H3) suggest that there is a positive relationship between 
performance appraisal and job performance. The results found that the relationship between 
performance appraisal and job performance was not relevant with a path coefficient of 0.097 
(p = 0.099). Therefore, H3 was not supported.  
Hypothesis 4 (H4) suggests that there is a positive relationship between employee 
participation and job performance. However, the results showed that the relationship 
between employee participation and job performance was positive and significant, with a 
path coefficient of 0.160 (p < .50). Therefore, H4 was supported. Hypothesis 5 (H5) proposes 
that there is a positive relationship between employment security practice and job 
performance. As expected, the results demonstrated that the relationship between 
employment security practice was positive and relevant with a path coefficient of 0.162 (p 
< .50). Therefore, H5 was supported.  
4.5.4.2 The Moderating Effects of Organizational climate (OC) 
Five hypotheses were proposed to explore the moderating effects of organizational 
climate. Organizational climate was speculated to moderate the relationships between the 
five HRM dimensions and job performance.  
Specifically, hypothesis 6 (H6) suggest that OC moderates the relationship between 
training and development (T&D) and job performance. Surprisingly, the results found that 
the moderating effect of OC in this relationship was insignificant negative with a path 
coefficient of -0.073 (p = 0.167). Therefore, H6 was not supported. Hypothesis 7 (H7) 
suggest that SC moderates the relationship between compensation and job performance. As 




expected, the results showed that the moderating effect of OC in this relationship was 
positive and significant, with a path coefficient of 0.157 (p = 0.018). Thus, H7 was 
supported.  
Hypothesis 8 (H8) proposes that OC moderates the relationships between 
performance appraisal and job performance. However, the results specified that the 
moderating effect of OC in this relationship was negative and insignificant, with a path 
coefficient of -0.054 (p = 0.237). Therefore, H8 was not supported. Hypothesis 9 (H9) 
proposes that OC moderates the relationship between employee participation and job 
performance. Adverse to expectations, the results showed that the moderating effect of OC 
in this relationship between employee participation and job performance was negatively 
insignificant, with a path coefficient of -0.077 (p = 0.155). Therefore, H9 was not supported. 
Hypothesis 10 (H10) suggest that OC moderates the relationship between employment 
security practice and job performance. As predictable, the results showed that the moderating 
effect of SC in the relationship between employment security practice and job performance 
was positive and significant, with a path coefficient of 0.154 (p = 0.020). The moderating 
effect of OC on the relationship between compensation and job performance is shown in 
Figure 4.2. Besides, the moderating effect of OC on the relationship between employment 
security practice and job performance is shown in Figure 4.3. 
 





Figure 4.2: The Moderating Effect of OC on the Relationship between Employment 
Security Practice and Job Performance 
 
Figure 4.3: The Moderating Effect of OC on the Relationship between Compensation and 
Job Performance 
  





The chapter outlined the analysis of the data and the research findings. Using 
preliminary analysis, the data was reviewed and edited. Next, a two-step PLS SEM analysis 
using WarpPLS 7.0 was undertaken to analyse the results. The measurement model 
measured indicator reliability, internal consistency reliability, convergent reliability and 
discriminant construct validity. The hypotheses proposed were tested, and the hypothesis 





























This chapter starts by recapitulating the research objectives and research questions 
of this study. Next, discussions on the findings are discussed. The theoretical and practical 
implications are further examined. Ultimately, the study’s limitations and recommendations 
of the study are made available for future research.  
5.2 Discussion 
This research suggested ten hypotheses, with five hypotheses looking at the direct 
relationship between HRM practices and job performance, while another five hypotheses 
looked at the moderating impact of organizational climate (OC) on these relationships. 
However, the results of PLS-SEM analysis did not support all proposed hypotheses. There 
are three hypotheses that were endorsed from five hypotheses suggested to analyse the direct 
relationships. Contrary to this, it accepted only two out of five hypotheses suggested to 
assess the moderating effects of the organizational climate. The following sub-sections will 
go into depth on the main findings. [Social Exchange Theory & Psychological Contract 
Theory]. 
5.2.1 Training & Development (T&D) and Job Performance (H1) 
As predicted, the results of the study show that training and development (T&D) is 
substantially and positively related to job performance, thus supporting H1. This result is 




consistent with the study of Amos and Natamba (2017) that training and development has a 
significant effect on employee job performance. As suggested by Carlisle et al. (2019) 
training and development (T&D) has been considered as an integral aspect for employees 
where it can increase the capabilities of the employees’ job performance. Training and 
development are a systematic method that primarily known as an investment in human 
capital which can raise the productivity of employees as a result of skill improvement. 
Therefore, training and development can impact directly on employees’ job performance. 
As revealed by Bozionelos et al. (2020), training and development offered by the employer 
is a resource that will be available to all employees. Training is a contextual resource 
provided to employees with the purpose of improving their job performance, which from a 
sustainable careers’ viewpoint as a personal resource that is volatile, meaning it is subject to 
development and change (Spurk et al., 2019).  
As highlighted by Gowrishankkar (2017), training and development is an important 
human resource management (HRM) practices in luxury hotel industry. Hotel industry is 
highly labour intensive in nature and it creates human resource management (HRM) 
practices is highly significant to develop efficient plans and practices for management of 
human resources to meet its objective (Matthew & Kannan, 2019). Therefore, it is necessary 
to retain knowledgeable and skilful employees intact with hotels through training and 
development given by organization. In reference to the hospitality industry, the function of 
training and development must be implemented. Hotels can see positive outcomes from an 
effective training program on several different levels, as training helps trainees obtain 
knowledge, foster positive attitudes, and make practical use of what they have learned in real 
situation (Lee & Bugler, 2017). Social exchange theory supported the above relationship 
between training and development and job performance.  




5.2.2 Compensation and Job Performance (H2) 
Contrary to assumptions, the findings of the study show that there is no significant 
relationship between compensation and job performance, so H2 is not supported. This 
finding is inconsistent with previous studies which argue that high performance in rewards 
and compensation has direct associations with job performance (Katua et al., 2014; Shaukat 
et al., 2015). It was noted that compensation did not improve employee job performance as 
compensation is not commensurate with the demands of the employees (Saban et al., 2020). 
Therefore, this affects job satisfaction and decrease employee performance due to the work 
compensation received by employees are low.  
This is a phenomenon that compensation is taking a role in an organization to 
increase employee job performance. Employees that being offered with compensation and 
benefits is a critical performance management strategy. Surprisingly, luxury hotels tend to 
offer more favourable employee benefits than other hotels (Patiar & Wang, 2020). However, 
hotel employees earned low compensation, likely due to the impermanent nature of the 
workforce and the casualization of jobs that impact the job performance of employees (Patiar 
& Wang, 2020). Income inequality and wage stagnation might also bring impact on 
employee’s job performance (Kadir et al., 2019). Besides, low compensation and allowance 
might lead to low employee job performance and satisfaction level (Feraro-Banta & Shaikh, 
2017). Therefore, it is necessary to consider the favourable of direct and indirect 
compensation to improve employees’ job performance due to the low compensation received 
by employees.  
 
 




5.2.3 Performance Appraisal and Job Performance (H3) 
The results of the statistical study have shown that there is no significant connection 
between performance appraisal and job performance, so H3 is not supported. The finding is 
in contrast with past studies by Kampkotter (2017) which showed the positive impact of 
performance appraisal and job performance. Moreover, the finding also does not consistent 
with the study of Somu et al. (2020) which found that performance appraisal can help 
employees to improve their performance by receiving specific feedback about the need for 
development and continue to excel by receiving positive reinforcement. One plausible 
reason for the non-significant result may be related to the fairness and faulty implementation 
during performance appraisal process and the lack of skills or know-how of the appraiser 
(Babagana et al., 2019). Besides, ineffective performance appraisal will decrease employees’ 
trustworthiness on performance appraisal adopted by the organization, which will also result 
in less employee participation. 
Past study revealed that performance appraisal provides feedback and 
communication where the feedback is essential to improve employees at all levels (Sharma 
et al., 2016). However, performance appraisal system may not be equally useful and 
acceptable by employees when the organization is dealing with a multicultural workforce in 
the context of diversity. Organization should adopt more specific performance appraisal 
system in order to satisfy the multicultural workforce needs to increase employee job 
performance (Bhatti et al., 2019). Besides, performance appraisal is a useful tool to help 
employees to manage and see errors as a learning opportunity (Canet-Giner et al., 2019). 
Therefore, incorrect miscommunication of performance appraisal may not be able to provide 
feedback and advice on effective work behaviours and design specific training plans for the 
employees.  




5.2.4 Employee Participation and Job Performance (H4) 
As hypothesised, the results of this study indicate that employee participation is 
strongly and positively linked to job performance, hence H4 is supported. According to 
Irawanto (2015), employee participation is seen as one of the main elements to determine 
the employees’ satisfaction in the effective implementation of new management strategies. 
The result is compatible with the study of Zhu et al. (2015) that there is a positive relationship 
between employee participation in influencing employee productivity and efficiency. 
Employee participation provides positive consequences for organization as high 
participation of employees can lead to high level of employee engagement and low level of 
intention to quit (Benn et al., 2015; Kulachai et al., 2018). Employee involvement could 
enhance employee job performance and increase company productivity.  
Employee participation on decision making can give employees in different levels of 
influence that ranging from formally formed committees to managerial relationship growth 
(Scott-Ladd & Marshall, 2004; Linde & Visagie, 2017). This result of this study in line with 
Wohlgemuth et al. (2019) who envisaged that employee involvement equips employees with 
the skills, knowledge and resources to increase their brainstorming, contribute to making 
strategic decisions and implement them effectively through distribution of power and 
information as well as creation of motivators. Therefore, employee participation leads to 
proactive actions and improve task proficiency of the employees.  
5.2.5 Employment Security Practice and Job Performance (H5) 
As predicted, the results of the study indicate that employment security practices are 
strongly and positively linked to job performance, thus supporting H5. As demonstrated by 
Mostafa et al. (2015), employment security can be applied to help retain trained employees 




whose attitudes and behaviours are aligned and able to achieve the mission of the 
organization. This result is congruent with the study of Jalalkamali et al. (2016) which found 
that fair employment security declaration will assist to build the working habits of the 
employees that directly bring effects on employees’ job performance. On the similar note, 
Imran et al. (2015) also pointed out that employees whose feel safe towards the security 
practice that being applied by the organization will be more dedicated, truthful and loyal to 
their organization.  
Moreover, high employment security is plausible to implement confidence and keep 
a healthy employment relationship to let employees to feel secure from their jobs. The needs 
of employment security practice highly attract committed employees which results in job 
performance invention (Schuler & Jackson, 1987; Diaz-Fernandez et al., 2015). Besides, a 
sense of job security is probable to promote trust and a greater willingness to reciprocate 
within the employment relationship. Employment security is crucial in meeting employee 
needs for employment security and equal rights protection (Liu et al., 2017; Liu et al., 2019). 
A promise of job security may not be an essential element under HRM practices, while the 
signals of concerns for both short- and long-term employment relationship of employees are 
more likely to be a feature of high commitment HRM that will enhance the sense of job 
security (Latorre et al., 2016). Therefore, employment security practice should be more 
influential and important to employee’s job performance.  
5.2.6 The Moderating Effects of Organizational climate (OC) 
This study hypothesised that organizational climate moderates the relationship 
between training and development (T&D) and job performance. Nevertheless, this 
moderating effect is not relevant although the results of the analysis demonstrate a positive 




moderating effect of organizational climate, thus H6 is not supported. This result contradicts 
the research of Jiang et al. (2015) which found that organizational climate moderates HRM 
practices and job performance where it previously proven that organizational climate surface 
marginally in HRM activities if employees prioritize a higher quality of services. In this 
regard, Wan and Chan (2013) speculate that organizational climate is playing a significant 
moderating role in the relationship between the development of training and development 
(T&D) and job performance where it should be sustained and strengthened the service 
atmosphere which provides an ideal working environment for employees and enhances their 
job performance. Under this condition, training and development has become less important 
for enhancing employee job performance.  
As expected, the findings show that organizational climate moderates the 
relationship between compensation and job performance in 4- and 5-stars hotels, thus H7 is 
supported. The finding is consistent with the study of Lin and Liu (2016) which proven that 
HRM practices can facilitate organizational climate which can encourage employees to 
achieve superior service performance. This results also supports Wang and Xu (2017) 
argument that HRM practices system will be shaped employees’ perception of organizational 
climate by making them to feel supported in achieving high service quality of job 
performance. Therefore, a strong recognition of organizational climate enables employees 
to accomplish and deliver good services on employee’s perception about HRM practices that 
being delivered.  
Contrary to expectations, the relationship between performance appraisal and job 
performance is moderated by organizational climate, thus H8 is not supported. A plausible 
clarification for the insignificant moderating effect of organizational climate on this 




relationship is that performance appraisal system that being adapted by the organization do 
not reach employee perception and it directly bring less impact on employee job 
performance. According to Chang (2016), organizational climate is an essential 
organizational environmental characteristic that will give employees a reason why they 
should provide high quality services to the organization. In hospitality context, the 
hypothesized results show that performance appraisal system does not bring any impact and 
benefits to the employees. Therefore, employees will get discouraged by delivering superior 
service performance due the employee’s high perception of supportive organizational 
climate.  
Besides, the result of the analysis has also showed no support on the moderating 
effect on the relationship between employee participation and job performance, thus H9 is 
not supported. The reason could be owing to the strong direct relationship between employee 
participation and job performance. The findings of the study found that employee 
participation strongly enhances employee job performance irrespective of whether 
organizational climate presences. This is a possibility as employee participation that being 
practice and foster in the organization has highly influence employee perceptions of the 
behaviours that they get expected as regarded.  
The relationship between employment security practice and job performance is 
moderated by organizational climate, thus H10 is supported. The result harmonises with the 
study by Ahmad et al. (2019) that elucidated organizational climate is playing a crucial 
significant moderating role in the relationship between HRM practices that includes of one 
of the elements of employment security practice and employees’ performance. It further 
specified that it is the role in promoting the growth of activities that could empower and 




sustain employee performance. Moreover, direct relationship on employment security 
practice and job performance is also found strongly supported. Therefore, this hypothesized 
result is strongly demonstrated that job security can affect employee’s satisfaction and 
employment commitment with an existing moderating effect of organizational climate.  
5.3 Theoretical and Practical Implications 
This study carries several significant implications for both academics and 
practitioners. These implications are presented in the following subsections.  
5.3.1 Theoretical Implications 
The outcome of this study pointed out several important contributions to the body of 
practices relating of HRM practices, organizational climate and job performance. This study 
attempts to study HRM practices in the relation to job performance by assimilating two 
different theories namely, social exchange theory (SET) and psychological contract theory. 
The convergence of these two different but complementary theories contribute to the 
advancement of HRM practices, organizational climate and job performance. The findings 
of this study lead to social exchange theory by viewing that social exchange relationship will 
contribute to employees perceiving the presence of HRM practices. Moreover, this study 
also contributes to psychological contract theory by showing that a positive psychological 
contract will get reflected in high commitment in HR practices which in turn results in high 
employee satisfaction and appropriate behavioural response.  
Besides, this study examines the dimensions of HRM practices in relation to job 
performance. Out of five HRM practices dimensions, there are three dimensions are found 
to have a significant positive relationship with job performance which are training and 
development, employee participation and employment security practice. The results indicate 




that three of these dimensions can highly enhance employees’ job performance. This study 
includes another significant result on compensation and performance appraisal were found 
not significantly and positively related to employee’ job performance. The results of this 
study provide empirical evidence in support of the argument proven by Manzoor et al. (2019) 
That organizations use different HRM practices to achieve their acceptable goals, but 
different dimensions have different impacts on employee job performance because it is 
difficult to handle employees in an effective manner. 
Moreover, this study expands the literature of HRM practices by demonstrating the 
moderating role of organizational climate. The findings proven organizational climate as a 
moderator between HRM practices and job performance. Precisely, it has been showed that 
organizational climate positively moderates the relationship between compensation and job 
performance, and the relationship between employment security practice and job 
performance. These findings provide useful understandings and information into how an 
organization can integrate HRM practices with implementation of organizational climate in 
order achieve and deliver superior employee job performance. In addition, the results of the 
study can be an important addition to organizational climate research because past study on 
organizational climate tend to adopt organizational climate as a moderating effect on 
psychological capital, work engagement and service behaviour (Cheng, Hong, & Yang, 
2018) as well as foster organizational climate in direct relationship between structure 
leadership, employee engagement and employee performance (Chang, 2016; Fung et al., 
2017; Walumbwa et al., 2019).  
Lastly, this study contributes significantly to the body of HRM practices by examine 
the theoretical model in the context of hospitality industry. There are limited studies that 




have been focusing on the relationship between HRM practices on job performance in the 
field of hospitality industry specifically in 4- and 5-stars hotels as discussed in chapter 2. 
That is why the results of this study provide empirical evidence of a significant positive 
relationship between HRM practices and job performance. The findings indicate good 
reliability and validity scores for the measures that adapted from previous studies (Borman 
& Motowidlo, 1997; Quansah, 2013; Ong & Koh, 2018). It indicates that these measures are 
consistent and can be used for potential studies in a broad range of settings and cultures. 
5.3.2 Practical Implications 
The key concern of most hotel industry organizations is how they can incorporate 
HRM practices and improve their work performance. Human resources have become one of 
the most important resources or assets that can be denied to most organisations. Sustainable 
HRM is the only path forward for human resources if they want to remain relevant. The 
study provides several guidelines for professionals on how to use HRM practices and 
organizational climate to achieve superior job performance. 
The management of hospitality industry should be aware how sustainable HRM is 
critical in gaining competitive advantage. Hotel industry often face high turnover rate of 
employees due to heavy substantial work, high stress and long working hours. However, the 
employee turnover costs have affect the profitability and competitive advantage. Therefore, 
implementation of HRM practices can strengthen and boost their future job performance by 
increasing their safety security, access to training and development to develop and sustain 
new and existing skills. The results of the study show that HRM practices such as training 
and development, employee participation and employment security practice have driven 




impacts on employees’ job performance. Thus, strategic HRM practices is an essential and 
significant role to achieve sustainable job performance.  
In addition, hospitality industry should understand that compensation and 
performance appraisal do not contribute much impact on job performance. This may occur 
due to the visible compensation and benefits provided are not proportional to the demands 
and needs of the employees as well as some ineffectiveness and faulty execution that being 
applied in the organizations. Therefore, this study suggest that managers should provide a 
fairness compensation accordance with their work achieved and an efficient performance 
appraisal should be implemented in order to enhance their employee job performance and 
decrease their high turnover rate.  
Besides, the management of the hospitality industry also need be conscious that 
organizational climate could reinforce the relationship between HRM practices and job 
performance. The findings of this study show that organizational climate can further enhance 
the positive relationship between compensation and job performance, and employment 
security practice and job performance. As such, it is imperative for the hospitality industry 
especially 4- and 5-stars hotel or known to be a luxury hotel to adopt organizational climate 
in their working culture as the organizations found that a strong organizational climate have 
been found to implement HRM practices more efficient and effectively by enhancing 
employee job performance.   
Moreover, this study has also provided several insights for Ministry of Sarawak by 
understanding that HRM practices such as training and development, employee participation 
and employment security practice have driven impacts on employees’ job performance 
specifically on 4- and 5- stars hotels in Sarawak. In hospitality context, employee job 




performance plays an important role in delivering superior services to achieve organization’s 
goals. Broad range of practices should be implemented in order to achieve higher 
employability employees job performance. It is suggested Ministry of Sarawak could make 
a financial investment in HRM practices on 4- and 5- stars hotels for the employers to have 
sufficient financial capabilities to decide whether how to arrange the HRM practices to be 
applied on employability of the employees. It can also help the hotel organizations to retain 
its value and services in hospitality industry in Sarawak. 
Finally, hospitality industry should understand that organizational climate does not 
strongly strengthen the relationship between training and development, performance 
appraisal and employee participation on job performance. It might probably be due to the 
employee’s perception on the challenges faced by employees during outbreak of coronavirus 
disease (Covid-19). Employees have high awareness on the implementation of HRM 
practices by organizations during the pandemic. Organizations faced grand challenge of 
unprecedented proportions that forced them to quickly undertake and strive to help their 
workforce adapt with radical changes in the workplace. Therefore, usage of technology 
adoption on HRM practices should be implemented on the organization’s culture and values 
in order to enhance employees’ ability to thrive during such dynamic and uncertain 
pandemic.  
5.4 Limitations of the Study 
There are several potential limitations that requires attention and a need for further 
assessment while this study has provided several important theoretical and practical 
implications. The main limitation of this study is relying primarily on the sample drawn from 
executive level employees in 4- and 5-stars hotels in Sarawak, Malaysia. This purposive 




method only represents the responses from executive level employees as it does not ensure 
that the responses from executive level employees represents the true phenomena happens 
in the organizations. Besides, limited survey on geographically may produce different results 
which may not generalized to other hospitality industry such as budgeted hotels and mid-
range hotels as this study relies primarily on samples from executive level employees in 4- 
and 5-stars hotels in Sarawak specifically Kuching, Miri and Sibu to measure employee job 
performance. Other than that, other moderating variables could be adopted and added in this 
research model. Additionally, other observed indicators, variables and constructs may exist 
to achieve further insights into employee job performance other constructs such as 
leadership, organizational commitment and job satisfaction can be considered to investigate 
the relationship with job performance. 
Despite these limitations, the current findings add further understanding on the 
impacts on HRM practices on job performance in the field of hospitality industry specifically 
in 4- and 5-stars hotels. The results showed that training and development (T&D), employee 
participation and employment security practice are significantly impacting on employee job 
performance. Moreover, the findings of this study also proven that moderating impact of 
organizational climate in linking the relationship between compensation and employment 
security practice on job performance. Finally, the current study makes an important 
contribution in enhancing and boosting employee job performance by implementing 
strategies of HRM practices.  
5.5 Directions for Future Research 
 This study has identified several potential limitations which provide opportunities 
for future studies to establish a more comprehensive understanding of the interrelationships 




between the constructs used in this study as discussed in the previous study. Future research 
can make contributions to the expansion of literature and information that relating on HRM 
practices, organizational climate and job performance in addressing the limitations as 
aforementioned.  
First, this study only focuses on a specific context which is 4- and 5-stars hotels in 
Sarawak. Future research could test this model in other settings and sectors such as SMEs, 
service sector, financial sector, and manufacturing sector where HRM practices 
implementation is still under-studied. Besides, future studies may conduct a comparative 
study to test whether this model has the same consequences in other countries for 4- and 5-
star hotels. Therefore, A cross-sector research and comparative study should be undertaken 
in order to cross-validate and draw a conclusion on the relationship between HRM practices 
and job performance. 
Second, this study assessed targeted dimensions of HRM practices such as training 
and development, compensation, performance appraisal, employee participation and 
employment security practice. Some other dimensions can be investigating such as 
organizational design, workforce planning, commitment, employee engagement, leadership 
and employee engagement. Future research should view these dimensions as potential HRM 
variables and access how these variables impact employee performance effectiveness. 
Hence, potential research may also provide more useful knowledge and information about 
the HRM literature.  
At the end of the study, this research indicates that no mediating variable was used 
in the analysis of the relation between HRM practices and job performance. Regardless of 
the complexity of the relationship, there could be possible mediator who can promote the 




impact of HRM on job performance. Future research could try to adopt psychological 
contract fulfilment as mediator between HRM and job performance. Psychological contract 
fulfilment reflects individuals’ beliefs that shaped by organizations. Therefore, high 
performance HRM practices positively affect the psychological contract fulfilment as they 
formulate an important part of the employer promises and obligations toward the employees.  
5.6 Conclusion 
In summary, this research provided empirical evidence regarding the differential 
effect of the dimensions of HRM practices on job performance. The analytical findings 
showed that training and development, employee participation and employment security 
practice are positively related to job performance that targeted at executive level employees 
in 4- and 5-stars hotels. Unexpectedly, the relationship between compensation and 
performance appraisal on job performance was not significant and positive. In addition, the 
moderating effects of organizational climate have been identified. Compensation and 
employment security are found to be significant and positively moderated by organizational 
climates towards job performance. As for practitioners, this study offered valuable insights 
on what is the best HRM practices that should be implemented to enhance their employee 
job performance and how organizational climate can be combined with HRM practices in 
leading employees to achieve and deliver superior job performance. Future research may 
further extend the model constructs by undertaking a comparative analysis, considering other 
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This study is conducted solely as an academic exercise to fulfil the requirements for the 
completion of Master Research Study at Faculty of Economics and Business, Universiti 
Malaysia Sarawak.  
 
This questionnaire focuses on obtaining views from respondents on “The Impact of Human 
Resource Management (HRM) Practices and Organizational Climate towards Hotel 
Employees Job Performance.” 
 
This questionnaire consists of four sections. Kindly answer ALL the questions. It should 
take you about 10 to 15 minutes to complete the questionnaire. Please note that your 
confidentiality and anonymity are assured. Data gathered will be stored safely and can only 
be accessed by the researcher.  
 
For your cooperation and support in making this survey a success. I hereby tender the 
greatest appreciation and deepest gratitude for your time and patience. 
Thank you.  
 
Yours sincerely,  
Researcher: Chin Ying Sin  
Matric No.: 18020223    
Email        : cynthiachin95@gmail.com 
 
Supervisor : Dr. Abang Azlan Mohamad  
Co Supervisor : Prof Dr Lo May Chiun 
 
Faculty of Economics and Business (FEB) 
Universiti Malaysia Sarawak 
93400 Kota Samarahan 
Sarawak, Malaysia.  
 






Please answer the following items by placing a tick (√) in the bracket or by writing 
your answer above the line.  
1.  Gender 
 ( ) Male 
 ( ) Female 
2. Age 
 ( ) Below 20 years old   ( ) 41 to 50 years old 
 ( ) 21 to 30 years old   ( ) 51 to 60 years old 
 ( ) 31 to 40 years old   ( ) Above 60 years old  
3.  Marital Status 
 ( ) Single 
 ( ) Married 
4. Ethnic  
 ( ) Malay    ( ) Iban 
 ( ) Chinese    ( ) Kadazan 
 ( ) Indian    ( ) Others 
5.  Education Level 
 ( ) High school or below  ( ) Master 
 ( ) Diploma    ( ) PhD 
 ( ) Degree or Professional  ( ) Other, please specify: _ 
6.  Number of years worked in current organization 
 ( ) Less than 1 year   ( ) Between 7 to 9 years 
 ( ) Between 1 to 3 years  ( ) More than 10 years 
 ( ) Between 4 to 6 years 
7. Job Position 
 ( ) CEO/ Managing Director  ( ) Executive  
 ( ) Senior Manager   ( ) Non-Executive 
 ( ) Manage 
Section A: Demographic Characteristics 





This section is designed to investigate the impact of human resources management (HRM) 
practices on job performance of 4- and 5-star hotels. Each statement should be answered 
based on work related point of view. Please read each statement and choose the answers 
that are closest to your viewpoint.  
Please circle one number which represents your viewpoint of each statement.  
Responses are based on a seven-point scales which the scores ranged from 1 (strongly 
disagree) to 7 (strongly agree).  
 
Strongly disagree       1         2         3          4          5          6          7           Strongly agree 
 
Training and Development 
8. In my company, extensive training 
programmes are provided for 
employees in all aspects.  
1 2 3 4 5 6 7 
9. In my company, I have training 
opportunities to learn and grow. 
1 2 3 4 5 6 7 
10. In my company, I am selected for 
training programmes that are suitable 
for the needs of my job. 
1 2 3 4 5 6 7 
11. Training needs are identified through 
a formal performance appraisal 
mechanism. 
1 2 3 4 5 6 7 
12. Training programmes have improved 
my decision making and problem-
solving skills. 
1 2 3 4 5 6 7 
 
Compensation 
13. My salary is fair considering what 
other colleagues are paid. 
1 2 3 4 5 6 7 
14. I am satisfied with the amount of pay 
and other benefits I received. 
1 2 3 4 5 6 7 
15. Pay of employees is directly linked to 
performance in this organization. 
1 2 3 4 5 6 7 
16. Good job is noticed and rewarded. 1 2 3 4 5 6 7 
17. I appreciate rewards and recognition 
in this organization. 
1 2 3 4 5 6 7 
18.  My communication and working 
relationships with co-workers have 
improved due to training 
programmes.  
1 2 3 4 5 6 7 
19. I feel better equipped to tackle 
unexpected events with skills and 
confidence.  
1 2 3 4 5 6 7 
  





20. Performance appraisal is fair in this 
organization. 
1 2 3 4 5 6 7 
21. There is formal and written 
performance appraisal system. 
1 2 3 4 5 6 7 
22. Employees are provided with 
performance-based feedback and 
counselling. 
1 2 3 4 5 6 7 
23. I am informed of how my 
performance evaluation is done. 
1 2 3 4 5 6 7 
24. Appraisal system helps me grow and 
develop my career.  
1 2 3 4 5 6 7 
25.  I feel performance appraisal is just a 
formality in this organization. 
1 2 3 4 5 6 7 
 
Employee Participation 
26. My supervisor asks me for my 
opinions when determining my work.  
1 2 3 4 5 6 7 
27. I feel involved in important decisions 
in organization. 
1 2 3 4 5 6 7 
28. I feel free to suggest changes in my 
jobs. 
1 2 3 4 5 6 7 
29. I participate in decision making.  1 2 3 4 5 6 7 
30. Management give recognition for job 
performance. 
1 2 3 4 5 6 7 
31.  I volunteer for activities beyond job 
requirement.  
1 2 3 4 5 6 7 
 
Employment Security Practice 
32. Everyone is treated with respect at 
work, regardless of who they are.  
1 2 3 4 5 6 7 
33. My employment is completely 
secured with this organization. 
1 2 3 4 5 6 7 
34. If the organization were facing 
economic problems, employees 
would be the last to get downsized. 
1 2 3 4 5 6 7 
35. There is formal, fair and reasonable 
process for handling grievances and 
complaints. 
1 2 3 4 5 6 7 
36. It is very difficult to dismiss 
employees. 
1 2 3 4 5 6 7 
  





This section is designed to collect the respondent’s viewpoint towards the organizational 
climate on human resources management (HRM)practices. Each statement should be 
answered based on work related point of view. Please read each statement and choose the 
answers that are closest to your viewpoint.  
Please circle one number which represents your viewpoint of each statement.  
 
Responses are based on a seven-point scales which the scores ranged from 1 (strongly 
disagree) to 7 (strongly agree).  
 
 




37. Employees have knowledge of the 
job and skills to deliver superior 
work and services. 
1 2 3 4 5 6 7 
38. Employees receive the recognition 
and rewards for the delivery of 
superior work and services. 
1 2 3 4 5 6 7 
39. The overall quality of services 
provided by organization is excellent. 
1 2 3 4 5 6 7 
40. Employees are provided with tools, 
technology and other resources to 
support the delivery of quality work 
and services.  
1 2 3 4 5 6 7 
41. The leadership shown by the 
employees are effective to provide 
and maintain quality services.  
1 2 3 4 5 6 7 
  





This section is designed to investigate the employee’s job performance. Each statement 
should be answered based on work related point of view. Please read each statement and 
choose the answers that are closest to your viewpoint.  
Please circle one number which represents your viewpoint of each statement.  
Responses are based on a seven-point scales which the scores ranged from 1 (strongly 
disagree) to 7 (strongly agree).  
 
 





42. I produce high quality of work. 1 2 3 4 5 6 7 
43. I proficiently complete all duties 
central to the job. 
1 2 3 4 5 6 7 
44. I complete job duties in timely 
manner.  
1 2 3 4 5 6 7 
45. I ensure that all items necessary to 
perform the jobs are present. 
1 2 3 4 5 6 7 
46. I prioritize work schedule according 
to deadlines. 
1 2 3 4 5 6 7 
Contextual Performance 
47. I take initiatives to solve work 
problems. 
1 2 3 4 5 6 7 
48. I always persist in overcoming 
obstacles to complete a task. 
1 2 3 4 5 6 7 
49. I am enthusiastic while tackling a 
difficult problem.  
1 2 3 4 5 6 7 
50. I put in extra hours to get the work 
done on time. 
1 2 3 4 5 6 7 
51. I always exercise personal discipline 
and self-control at work 
1 2 3 4 5 6 7 
 
Thank you very much for taking your valuable time to complete this questionnaire. 
 
